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Women leaders have become a modern topic of discussion throughout the media
and research, with the notion that women have a voice and desire fair treatment. The
purpose of the study was to investigate women leaders from diverse career backgrounds
and discover their points of view on empowerment in order to determine similarities and
differences among these women. The objective in the research was for women leaders to
share their own definition of empowerment in regard to leadership and to articulate ways
they inspire others. As the numbers of women leaders increase, empowerment has
become a crucial part for females as they continue to strive to meet higher career goals in
the workforce.
A Q-sort methodology was used as a semi-qualitative approach for women
leaders to rank words of empowerment and facilitate discussions and conversations
among these women. The Q-sort consisted of two different sets of grids. One focused on
internal traits, which was to share one’s own personal opinion, and the second was geared
toward external factors that involved empowering other people. After completing the
grids, interview questions were utilized to gather more details of the participant’s answers
and leadership perspectives. The results illustrate similarities and differences among
women leaders and their experiences of feeling empowered, as well as giving inspiration
and motivation to those who work with them.

xi

CHAPTER I: INTRODUCTION
Introduction
A woman in leadership is a complex phenomenon that impacts our communities,
our nation, and the world. Understanding how they feel empowered and how they
motivate those who follow them is essential in order to best promote personal
development and growth within organizations. Women’s careers and their development
should create an atmosphere that encourages open-mindedness in organizations to
change. It is now time to require businesses and agencies to fully embrace the growth of
women leaders as they continue to progress in their profession. If organizations realize
the importance of supporting and acknowledging females’ abilities to develop in the
workforce, then there can be a level of acceptance as well as expectance for women to
continue moving up the ranks toward success (Ruderman & Ohlott, 2004). According to
Carli and Eagly (2001), “The presence of greater numbers of women in positions of
power has produced new opportunities to observe female leaders along with male
leaders” (p. 629).
There is much research that has emphasized the challenges and barriers that
women face in the workplace as they strive to move toward advancement in leadership.
The most prominent obstacle for women often discussed is that females are less
competent than men. These gender stereotypes often influence behaviors that can work
against the advancement of women leaders (Rhode, 2002). According to Ruderman and
Ohlott (2004), “Companies are losing almost one-third of their valuable executive
‘womanpower’ through ignorance of the particular developmental needs of women” (p.
47). There is an increase in women moving up into higher level positions that require
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leadership abilities. In addition, it is important to recognize that women have always
operated in leadership, predominantly in regard to their families and communities (Carli
& Eagly, 2001).
Women want the opportunity to work in an environment that creates a culture that
embraces their needs and ambitions on the job. For organizations to promote the growth
of women in their leadership role(s), it is vital for businesses to be aware of the
developmental aspects of that environment for females. What people consider to be most
important has changed over the years. The things that are cherished have become the
most empowering to act on those ideal concepts (Ruderman & Ohlott, 2004). As women
have fought for progress and the elimination of barriers for more opportunities for
leadership, it is imperative to acknowledge the challenges being faced to move toward
more positive outcomes and better environments for female leadership.
Background of the Problem
Women are underrepresented in leadership throughout many organizations. The
development of executive-level leaders requires an organization that provides a
supportive environment for males and females to grow and flourish. Unfortunately, there
is more opportunity for development within organizations that are tailored specifically for
men than women (Ruderman & Ohlott, 2004). Beeson and Valerio (2012) stated, “The
disparity between women’s workforce leadership and their presentation at the C-Suite
level is a key indicator that women executives are a critical and under-utilized resource
who could substantially boost corporate performance, if given the right opportunities for
advancement” (p. 418). It is shown throughout the country that organizations have no
problem finding talented women leaders. The problem is that these organizations are not
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successfully developing them and therefore have problems retaining women leaders
(Ruderman & Ohlott, 2004). The “glass ceiling” is another invisible barrier for women
and minorities that prevent those groups from continuing to move up the ladder
successfully (Weyer, 2007). According to Carli and Eagly (2001), “The glass ceiling is a
metaphor for prejudice and discrimination” (p. 631), meaning that at a certain point,
women cannot be promoted or assume more leadership responsibilities.
Women have often found leadership to be more difficult and challenging because
they must learn to operate in their role by demonstrating toughness, as well as empathy,
in order to establish their credibility as a leader. Many people have been resistant to
women in leadership positions due to the traditional mindset of viewing only men in
those status roles (Beeson & Valerio, 2012). According to Ibarra, Robin, and Kolb
(2013):
Becoming a leader involves much more than being put in a leadership role,
acquiring new skills, and adapting one’s style to the requirements of that role. It
involves a fundamental identity shift. Organizations inadvertently undermine this
process when they advise women to proactively seek leadership roles without also
addressing policies and practices that communicate a mismatch between how
women are seen and the qualities and experiences people tend to associate with
leaders. (p. 62)
Unfortunately, there are limited opportunities for women to succeed as leaders,
and it is illustrated in three different areas: gender stereotypes, lack of access to mentors
and support of networking, and the workplace environment tight structure with little
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flexibility on the job (Rhode, 2002). It seems that historical problems faced by women
leaders are still issues they face today.
Statement of the Problem
According to Beeson and Valerio (2012), “It is imperative that organizations
change both their mindset and practices in order to ensure their ability to attract and
retain sizable numbers of future leaders, especially women” (p. 419). Women leaders
need to feel empowered and supported to lead others who will recognize the efforts being
made, even when they do not appear the same as a stereotypical male leader. This lack of
affirmation has the ability to affect a woman’s confidence and can be discouraging for
her to seek other leadership opportunities (Ibarra et al., 2013). The perception and
viewed biases among female leaders is based on their role in leadership. This kind of
thinking causes more difficulty for women who are in leadership positions who desire to
move up the ladder. The impact of these different types of stereotypes undermines a
woman’s leadership ambitions (Hoyt & Blascovich, 2007).
Women who are seeking to become great leaders in the field of education are
experiencing barriers in the system. Some of these barriers include gender bias, opinions
of others that women are too emotional for those types of leadership positions, a belief
that women cannot comprehend budgets, and they are not strong leaders (Searby &
Tripses, 2006). Women in leadership positions are expected to embrace the
organization’s standards that are already tailored to masculine traits and behaviors.
Women leaders want to be empowered and achieve goals in the working environment
without having to sacrifice a fulfilling personal life (Ruderman & Ohlott, 2004). Women
experience many gender biases that include lower salaries, lack of acknowledgment on
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the job, and a much slower pace to be promoted in the working world. In the academic
workforce, there is no difference in the number of challenges faced among women
leaders in comparison to men (Dominici, Fried, & Zeger, 2009).
For many years women in the workforce believed if they produced well, they
would be compensated for a job well done. Many women in leadership positions have
discovered that believing those statements from others and allowing someone else to
make decisions toward their future is not the best choice. Organizations send different
messages to men than women in regard to power and influences, which in most cases
hold women to a more limited range of behaviors and opportunities in leadership
(Ruderman & Ohlott, 2004).
Many women are challenged with making connections that are meaningful, which
is one aspect that helps females feel empowered through the development of relationships
and finding a sense of self in the workplace. It is important to allow women to be
authentic on the job because it creates an energy that encourages development, growth,
and psychological well-being (Ruderman & Ohlott, 2004). It is important that women
leaders are empowered and given the opportunities to move forward with their careers.
Encouraging women to network with other women is vital because it instills hope and the
courage to persevere in the corporate world. Women leaders need to be recognized and
rewarded for their hard work and effort within the organization. Receiving constructive
feedback to help female leaders improve is imperative to the leader and the organization.
In addition, receiving the training, mentorship, and support to be a strong leader is
important to women in leadership (Beeson & Valerio, 2012). The challenges for women
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leaders in the workplace are the key ingredients to what empowers women to persevere
through their struggles.
Purpose of the Study
This research study is based on an empowerment perspective about women
leaders who accept the problems and circumstances of having power and being powerless
through different experiences. Having the ability to develop personal power, influence to
affect others, and work with others illustrates vital elements of women leaders (Gutierrez,
1990). The purpose of this Q-methodology research study is to discover the specific
traits and factors that women leaders possess based on their own perceptions of
empowerment. This study is designed to determine women leaders who work in
executive-level positions and share different viewpoints of importance based on their
own opinions of the internal and external traits that impact their own personal
empowerment.
Significance of the Study
The purpose of this study is to explore different points of view from women
leaders in regard to their concept on empowerment. The subjects will be led in a Q-sort
methodology, a mixed-methods approach, which will allow them to express their
dominant points of view regarding how each woman feels empowered and the traits they
use to empower others. The significance of this study is to establish and confirm the
importance of women leaders and their ability to feel supported and empowered on their
journey moving toward their career. Females have values that are tied to feeling
connected, relational to the community, and social power in the workplace. Their form
of empowerment is centered on the power instilled inwardly that contributes to their
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ability to lead (Itzhaky & York, 2000). Many women have a strong desire to feel a sense
of self-understanding and wholeness in their lives, which consists of having a balance
between work and personal interest out of the workplace. Women leaders must know
who they are and how they fit into the world in which they live to enable them to learn
effectively the right way to maneuver through life successfully (Ruderman & Ohlott,
2004). The importance of this study is to recognize the concept of empowerment for
women leaders with identifying the goal toward achieving power and feeling liberated in
the development of leadership within an organization (Itzhaky & York, 2000).
Research Questions
The research questions are as follows:
1. What are the internal traits that women leaders perceive as contributing
toward empowerment in leadership roles?
2. What are the external factors that women leaders perceive as contributing
toward empowerment in leadership roles?
Operational Definitions
Empowerment is a process that increases one’s personal, relational, and political
power to motivate them to take action that will advance situations within their lives. It
also includes one’s ability to influence, increase communities and individual strengths,
and establish goals for the improvement of circumstances (Gutierrez, 1990). Personal
empowerment for women focuses on seeking power to influence, in comparison to men
who seek to have power over something or someone. Women base their empowerment
from the inside instead of seeking control and dominance (Itzhaky & York, 2000).
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Leadership is the ability to create movement within an organization that
transports it to a new direction for improvement and change. Leadership should increase
the quality of an organization through having the capacity to problem solve, initiate new
programs, and reconstruct the structure for the betterment of a particular agency. It also
illustrates the ability to influence and have a strong vision to work toward achieving
purpose (Eddy & VanDerLinden, 2006). Transformational leadership focuses on
converting others’ values and priorities to motivating subordinates to produce beyond
their own expectations (Kark, Shamir, & Chen, 2003). It represents the drive to increase
subordinates’ awareness in regard to challenges an organization needs to tackle. This
kind of leadership desires and believes in teamwork, collaboration in decision making,
inspiration, and vision. In addition, transformational leaders value the people who work
for them as colleagues and human beings (Eddy & VanDerLinden, 2006).
Self-efficacy demonstrates strong accomplishments and personal competence in
one’s ability to master difficult tasks instead of evading those challenges. These beliefs
can decrease the amount of stress and anxiety experienced when there is strong selfefficacy in place. It determines the way a person feels, performs, and motivates self
(Bandura, 1994). It influences patterns of thinking and increases determination to
succeed and push through adversity. Women with high self-efficacy tend to have
strategies that focus more on problem solving and coping methods to persevere through
obstacles (Hoyt & Blascovich, 2007).
Gender recognizes that there is a broader connotation linked with an individual’s
biological sex. Gilbert and Rossman (1992) explained that the “psychological studies on
sex differences derived from an internally determined or individual difference perspective

8

that assumed that the characteristic under study, say, the ability to take on leadership
roles or to engage in objective research, reflects an individual’s essential nature” (p. 234).
Conceptual Framework
Empowerment has become a consistent goal for the development and intervention
for women. It is important to realize that empowerment means different things to
different individuals. In the course of empowering women, there must be an
understanding that disempowerment occurs first. Empowerment is a process that
continues and never reaches an ending point. The conceptual framework focuses on
assessing empowerment and displays the diverse points of view from women and their
concept of defining power (Mosedale, 2005). A discursive approach can be used and is
another framework for understanding women leaders. This framework is based on the
concept of culture that contains ideas and beliefs that are valued in the way women
leaders display their actions. Culture is one perspective that sets the dynamic for
innovation and consists of being open-minded to different ways of thinking, as well as
having the ability to face challenges for change (Lamasa & Sintonen, 2001).
There are three dimensions that demonstrate the different levels of empowerment
that represent having personal power, which reveals a woman’s gain when she feels
supported. Those dimensions focus on power within, power to, and power with regarding
motivation. According to Mosedale (2005):
Power within refers to assets such as self-esteem and self-confidence in a sense
that all power starts from here; power to increases the boundaries of what is
achievable for one person without necessarily tightening the boundaries of what is
achievable for another party; power with refers to collective action, recognizing
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that more can be achieved by a group acting together than by individuals alone.
(p. 250)
Several strategies have focused on empowering women, which include providing
opportunities for women to network with other women, helping women realize their skill
set, and developing strategies that will lead to positive change. It is important to
recognize that people who are oppressed tend to develop their own perceptions of certain
situations that create their own beliefs, which supports the oppression that is faced
(Mosedale, 2005). The collective identity of women leaders forms an ideology based on
their reality, as well as their representation, that is shaped from their experiences
entrenched in society. These experiences help others to understand women’s truth in
which it brings disclosure to one’s perspective as it makes sense in their world (Lamasa
& Sintonen, 2001). Therefore, the overall concept for women leaders is gaining clarity
with their view on empowerment from their own lens and what that looks like for them
individually.
Overview of Research Methodology
A Q methodology will be conducted to reveal opinions and perceptions from
women leaders. It will identify differences and similarities within a small group sample,
which focus on a range of viewpoints that are chosen by the participants. This type of
study was introduced and conducted by a man named William Stephenson in 1935 (Watts
& Stenner, 2005). According to Brown (2005), “Stephenson was interested in providing
a way to reveal the subjectivity involved in any situation; in perceptions of risk, appraisal
of costs, perspectives on user requirements and opinions on training” (p. 1).
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Brown (2005), also stated that “the purpose is to determine whether the various
opinions of the individual give rise to a great thematic understanding of the issues at
hand” (p. 3). Q methodology is a technique used that involves a combination of both
qualitative and quantitative research. The goal is to gather data that focus on
understanding why people think certain ways while forming their own opinions (Brown,
2004).
There are several stages to a Q methodology that are vital to the study. First,
there must be a collection of subjective statements (known as the concourse). After those
items are identified, participants will be chosen and asked to rate them on a scale/grid,
which is called the Q sample. The last stage is analyzing the Q-sort through interpreting
the results (Brown, 2005). The Q methodology study will ask the participants to sort a
configuration of items and decide which ones are the most relevant, significant, and
valued from their perspective (Watts & Stenner, 2005). This particular technique in the
Q-sort methodology is an exploratory method and utilized to identify internal and
external factors. It will provide deeper insight that will reveal pertinent information from
the participants (Brown, 2005).
Q methodology is a semi-qualitative approach that examines discussions and
conversations, which assists with this particular research through civic participation
among human beings. It involves a ranking process for the participants to use while
conducting the study. The ability to implement this type of study permits respondents to
share their subjective perspectives by sorting through a set of words or statements used in
the study (Zabala & Pascual, 2016). The Q-sort is a self-directed process that requires
each participant to sort through the sample of items used, known as a Q set that consists
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of words or statements (Cross, 2005). In this study, the researcher will assemble a list of
words that are concepts related to empowerment drawn from the literature. The
researcher identified 52 words that relate to the internal traits of women leaders and
empowerment and 38 that relate to the external factors of empowerment.
Chapter Summary
This study is about women leaders and factors that impact empowerment. As
mentioned previously, empowerment focuses on the expansion of how one feels
personally in regard to an increase in power and control on a micro level. However,
exploring empowerment from a group standpoint puts the emphasis on ways of
enhancing the purposes of the team (Gutierrez, 1990).
In terms of leadership, Ibarra et al. (2013) stated:
As a person’s leadership capabilities grow and opportunities to demonstrate them
expand, high profile, challenging assignments and other organizational
endorsements become more likely. Such affirmation gives the person the
fortitude to step outside a comfort zone and experiment with unfamiliar behaviors
and new ways of exercising leadership. (p. 62)
Therefore, it is important to examine and identify the areas that empower individuals and
build on those traits that promote interpersonal power. The most effective way to show
that power is to first understand the process of the struggles and oppressed structures that
have been present among women leaders (Gutierrez, 1990).
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CHAPTER II: REVIEW OF THE LITERATURE
Introduction
Even though women are still fighting to become accepted and valued as much as
men in positions of leadership, women around the world remain behind. However, there
are more women given the opportunity to work in top leadership positions than ever
before (Latu, Mast, Lammers, & Bombari, 2013). According to Parker and Fagenson (as
cited in Jogulu & Wood, 2006), shared information about females in the workplace
started in the 1900s. During that time, women started applying for jobs and establishing
employment, but they were few in numbers. The jobs women were able to hold were
most frequently assistant positions, which consisted of secretaries or aides. Other jobs
that were available for women included positions such as teachers and nurses. There was
a much smaller pool of women, averaging around 4%, who were able to work in
management positions, and that began in the 1940s (Jogulu & Wood, 2006). The purpose
of this chapter is to explore leadership roles of women leaders addressing the challenges
they face, their struggle for balance between personal life and work, and the impact
women have through their leadership (Levitt, 2010).
Women represent over 50% of the population in the entire world (Marinova,
2010). According to Appelbaum, Audet, and Miller (2003), “12.5% of women were
represented as corporate officers in the Fortune 500; only 5.1% of the highest ranking
officers are women; 11.7% of women serve as board of directors; and 4.1% of top
earners are women” (p. 43). A shift in leadership in the workplace has occurred because
the demographic in the United States has shown an increase in the number of women
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leaders. According to Appelbaum et al., it is projected that an increase of 27.4% in the
number of female corporate officers will occur by the year 2020.
The demand to confront these difficult areas focuses one’s attention on diverse
populations, governmental scrutiny, and equal financial gain (Stephenson, 2001). An
increase in the number of women in leadership is occurring and will continue to affect
other generations of women over time. More leadership positions have become available
for women leaders and, therefore, provide an environment that is more empowering for
other women to pursue advancements in the workplace. The examples of mothers, aunts,
sisters, and neighbors in the workplace has brought a level of encouragement and
confidence to other women who are capable of pursuing their dreams until they become a
reality (Bullough, Kroeck, Newburry, Kundu, & Lowe, 2012).
Women have become more prevalent and present now than ever before within the
history of their experience in the workplace. A U.S. Bureau of Labor Statistics report in
2001 verified percentages of women’s accomplishments (Levitt, 2010). According to
Carli and Eagly (as cited in Levitt, 2010), “Women made up 47% of all workers, earned
51% of all bachelor’s degrees, 45% of all advanced degrees, 42% of all doctoral degrees,
and 43% of all professional degrees” (p. 66). The number of women working in the US
will continue to increase as the world moves into the next century. By 1990, a little over
50% of all women were working from age 16 and older (Lynagh, Murphy, & Poist,
1996). It was predicted that, by 2005, there would be an increase that displays over 63%
of expected growth among women to illustrate the number of women working, which
would improve the ranking status of higher-level positions in leadership and management
(Lynagh et al., 1996). The growing numbers of women moving into more executive and
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management positions have created an interest to learn more about female leaders and
their roles (Kark, 2004). A lack of involvement from women in all areas of work and
social life would create a huge deficiency. Without a woman’s perspective and
knowledge, real progression is impossible (Marinova, 2010).
Women in Leadership
In the US, it is predicted that women will exceed the Fortune 500 numbers of
people who are employed (Stanford, Oats, & Flores, 1995). By 2010, large numbers of
women became Fortune 500 CEOs. In years past, women were known to be successful
as leaders through emulating characteristics that exuded masculine tendencies, which was
to exude a tough exterior and display aggressive behavior (Stanford et al., 1995).
According to Growe and Montgomery (as cited in Kiamba, 2008), “Leadership is
about providing vision and meaning for an institution and embody the ideals toward
which the organization strives” (p. 8). Other thinking that is more current with today’s
beliefs is that leadership is something an individual can be trained to learn. In the field of
education, women have surpassed men and have elevated the quality of their human
capital on average. This has also raised the demand for certain areas of the economy that
focus on innovation. Advancement for women has played a major role in businesses and
has made an impact to create equilibrium and incorporate diversity (Kiamba, 2008).
Women have made businesses more competitive, successful, and productive
(Khotkina, 2015). According to Khotkina (2015), “Studies have shown that more than 70
percent of purchasing decisions all over the world are made by women” (p. 415). Places
that want to become more customer centered have to understand and take into
consideration the opinions of others who are from different groups who might become
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clients for that particular business. It is necessary to create opportunities for women in
the areas of labor and professional growth. Their advancement creates an increase in
financial growth and strong competitiveness among the different companies. As long as
women continue to enter into leadership positions among businesses and the revenues
continue to increase, the opportunities for women in management will remain (Khotkina,
2015).
Characteristics that women in leadership positions have shown consist of
nurturing those who are employed within the agency, instilling improvement among
subordinates, and inspiring others through sharing the vision of that particular
organization. It is also important that the female leader demonstrates a level of
commitment within the business and works to motivate those followers toward achieving
goals set before them (Manning, 2002). Contrary to the beliefs of others, women score
higher on achievement and development within leadership among different organizations.
Generally, people see women bosses as just as effective as men in management. One
example of a woman’s style of leadership is that she envisions herself as the center of the
organizational structure and the followers are connected to the leader (Appelbaum et al.,
2003).
There are leadership models that identify and describe management styles that
exemplify uniqueness among female leaders. Women in management are more likely to
exude a relationship-focused style within the realm of leadership. Being task-focused is
another area of strength for female leaders, which helps individuals to achieve goals.
They display a level of support and illustrate the importance of professional development
for their employees (Manning, 2002).
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Females who are in leadership roles are considerate of the individuals employed
under them, which also shows their power is not used to control people, but is used for
resourcefulness rather than reactiveness of power (Bass & Avolio, 1996). Resourceful
women leaders focus on building partnerships and connecting to become powerful,
instead of using power to secure and control their followers. Females like having the
ability to influence others without using their positional power that forces subordinates to
do the tasks. The development of their employees is a focal point that women leaders
strive to enhance in their professional lives (Bass & Avolio, 1996). Keeney (as cited in
Degges-White, Colon, & Borzumato-Gainey, 2013) said, “The deepest order of change
was in transforming a person’s view of the world, which will open the door for growth
and transformation” (p. 94).
Challenges/Barriers
Unfortunately, women are still at a disadvantage in the workforce, which causes
barriers and illustrates why they remain underrepresented in upper-level management
positions. It is no secret that women are faced with a “glass ceiling” that prevents them
from moving up in leadership (Ryan & Haslam, 2005). Research has shown that when a
female has reached the status of a leadership position, she is then placed under
observation and becomes scrutinized by individuals who think she is not fit for the
position or simply do not want her to succeed in that role. Although women are known to
get positive evaluations for their work, when they enter into the role of leadership those
evaluations have a tendency to change in comparison to men and their effectiveness with
subordinates (Ryan & Haslam, 2005).
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Much progress has been made to guarantee that women are portrayed equally in
the working world. Although there remains a lack of female representation within
organizations that include positions of leadership and embody power, a change for
women is starting to happen. A common belief about leadership is that men are known to
exude more quality leadership traits than women (Kiamba, 2008). Females have come a
long way in the business world but unfortunately are still faced with prejudices in regard
to leadership positions (Khotkina, 2015). According to Blair-Loy (as cited in Levitt,
2010), “A woman who is married, employed, and the parent of young children tends to
have the greatest amount of stress in achieving balance among these specific areas” (p.
68).
A different concept was developed by Johnson (as cited in Stanford et al., 1995),
who noted that “women are perceived stereotypically as operating from personal
helplessness and indirect power bases, while men are viewed as using strong aggressive
types of power” (p. 9). As this view becomes more prevalent nationally, it indicates that
women moving into more leadership roles will have a major impact and remain an issue
for those who are not willing to comply with more traditional gender stereotypes. More
people need to become educated in regard to this matter, as women leaders strive to build
a strong foundation that will help to develop their skills (Stanford et al., 1995).
Moutlana (as cited in Kiamba, 2008) asserted, “The socialization of women at the
work place occurs within a system of power and inequality and that such systems tend to
reproduce various forms of inequality” (p. 15). Irrespective of women who are educated
and in the workforce, their role still remains traditional and “old school” by people
labeling them as homemakers instead of professionals. Limiting a female’s individuality
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is a barrier that exists within the politics, which affects the life of a woman. Even women
who are highly educated and able to surpass the obstacles still find it very challenging to
manage cultural expectations in relation to leadership. For example, there is a belief that
upper-level management positions require hard work, long hours, and certain amounts of
stress that women are judged as being incapable of achieving due to other
responsibilities. It was stated to be an issue for some women who are trying to balance
the need for childcare, home, and personal responsibilities, especially when there might
be late nights on the job (Kiamba, 2008).
A question raised by Ryan and Haslam (2005) related to whether women leaders
are a hindrance more than a help (Ryan & Haslam, 2005). A discussion from an article
called “The Glass Cliff: Evidence that Women are Over-represented in Precarious
Leadership Positions” is about women leaders holding positions on company boards,
which states that women have a negative impact due to their level of performance. The
judge believes that in the country of Britain, women who are serving on company boards
have caused more problems with a business’s performance. The article represents the
judge’s opinion, as it compared women’s performance to men’s performance and showed
data that favored the men’s abilities on the board. Overall, the judge suggested tthe
British companies might be better in general without females holding positions on their
boards (Ryan & Haslam, 2005).
They found there were problems with the judge’s analysis referring to women
serving on business boards. The article that referenced the support of this negative
opinion had no supporting data the companies with women on the board were not
performing well (Ryan & Haslam, 2005). There was also information that was not
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reported in regard to this case. It was revealed that the judge’s report and argument on
these issues needed a more refined examination to assist with a thorough report to reveal
the relationship between company performance and women in leadership. After a more
advanced study was done, the data showed that women in leadership brought positivity
and stability, which illustrated that company performance had increased. There was no
correlation with women serving on the board of directors and the company’s performance
(Ryan & Haslam, 2005).
Overall, the strategy among women focuses on three strands that define their level
of progression: economic empowerment, social empowerment, and political
empowerment (Chopra & Muller, 2016). Economic liberation is connected to a decrease
in poverty and the effects from unbalanced levels of unpaid care work that women take
on. Being able to recognize the different experiences of poverty and undertaking as the
cause of deficiency among women is crucial to their survival. It is vital to challenge the
social standards that are unacceptable and discriminate against women. Economic and
social empowerment linked together are considered the key to tackling inequality in
social organizations (Chopra & Muller, 2016). Political empowerment is described and
used when a group’s experiences are negative and at a disadvantage due to lack of power
in the political realm. It is evident there are different experiences with political power
and influence among women and men. Furthermore, those experiences are more
challenging among minority women. The expectation is that political empowerment is
viewed as equal for women as for men (High-Pippert & Comer, 1998). After reviewing
the challenges and barriers of all women, it is important to understand the history of
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women striving for leadership and some of the inconsistencies that occur among these
women leaders.
Theories on Women Leaders
According to Bass (as cited in Jogulu & Wood, 2006), leadership was defined in
the 1800s based on political influence and British assembly. During that period,
leadership was grounded on one’s inheritance or intrusion, which happened most in the
Anglo-Saxon countries. Bass understood the value in the ability to influence; and later,
Tannenbaum (as cited in Jogulu & Wood, 2006) realized and extended what he perceived
leadership to be beyond influence. He believed leadership was practiced in situations that
require communication to work toward achieving goals.
From a feminist perspective, Lorber (as cited in Kark, 2004) emphasizes the
importance of the “inclusion of women’s unique voices, experiences, and perspectives in
the production of knowledge and culture, arguing that women’s standpoint should not be
invisible or marginalized” (p. 166). The value and qualities that are identified through
women focus on nurturing, being sensitive, and knowing how to express emotions.
These qualities highlight a female’s ability to use intuition to know and understand nonverbal language through others. A woman’s way of thinking is centered on overcoming
and being able to make a difference with the organization that is significantly effective
(Kark, 2004).
Feminism
Feminist theory focuses on the importance of women and what makes them feel
valued and appreciated. There is emphasis with this theory that encourages women who
are strong and striving for opportunities that display equality (Kozlowicz, 2007).
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According to Chin (2004), there are “distinctions between women as leaders and feminist
women leaders, there is a complexity of issues faced by women leaders demonstrating
feminist leadership styles and the continuing perceptions and expectations that often limit
their roles and behaviors” (p. 6). According to Degges-White et al. (2013), “Feminism
recognizes the societal structure as benefiting certain demographic groups while
oppressing other groups of people” (p. 92). Feminist theory is based on helping women
to find happiness and satisfaction in areas they believe exude discrimination. An
important aspect to the feminist theory is to develop high self-esteem and joy that come
from inside oneself. All women should gain fulfillment from their choices based on their
career, personal life, and decision-making skills (Kozlowicz, 2007).
Feminist supervision stems from the feminist theory that illustrates the value of
relationships and the process of leadership (Degges-White et al., 2013). Empowered
leadership from a feminist perspective is promoting feminist principles, policies in the
workplace, changing goals that establish gender equality, and empowering women as
leaders (Chin, 2004). The dynamic for feminism and the involvement of relationships
focuses on having values and caring about others within an organization (Degges-White
et al., 2013). This allows the process to be assessed and to display an open dialogue for
others to communicate while building relationships effectively. Feminist theory helps
leaders to concentrate on the strength of others (Degges-White et al., 2013).
Feminism focuses on understanding the experiences of all women by looking at
the differences of their gender. Diversity in feminist leadership among women becomes
more compound while addressing matters of race, ethnicity, skills, and gender (Chin,
2004). Women are encouraged to present themselves in a certain way, while their skills

22

and choices are not always valued (Kozlowicz, 2007). Research has shown that African
American women identify their values as illustrating their ability to be assertive and
forthright. On the other hand, Asian women value communication indirectly because
they consider that to be more respectful to others (Chin, 2004). As feminism is an
important factor in the lives of women and equality, it is also imperative to understand
the challenges that all women face with intersectionality in the workplace.
Intersectionality
Intersectionality began with black women and their experiences regarding race
and gender. It was discovered early on that the areas of racism and sexism were
intersections of the problem but did not encompass everything (Wei, 1996).
Intersectionality reveals multiple identities and challenges that aim to “address racism,
patriarchy, class, oppression and other systems of discrimination that create inequalities
that structure the relative positions of women” (Symington, 2004, p. 2). It addresses
concerns that acknowledge the differences among women. These differences are the
leading and primary subject to feminist theories and a vital component to express a
woman’s reality (Davis, 2008). Intersectionality is “an analytical tool for studying,
understanding, and responding to the ways in which gender intersects with other
identities and how these intersections contribute to unique experiences of oppression and
privilege” (Symington, 2004, p. 1).
Women of color uniquely experience discrimination in both race and gender, yet
there are distinct differences of discrimination based on experiences (Wei, 1996). Joan
Williams (2014) conducted a study that focused on women of color, which included three
diverse groups of women. It consisted of African American women, Latina women, and
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Asian women who were interviewed and able to report their views on how they were
treated differently in the workplace in comparison to white women and men. The
findings displayed that intersectionality exists for all women, but the experiences among
women of color are more intense than the experiences confronted by white women
(Williams, 2014). The intersection of gender and whiteness is somewhat different.
White women are aware that racism is not an issue for them considering that white is the
dominant race. Therefore, race is not a problem they really encounter. However, white
women have challenges concerning their gender that focus more toward sexism and
having the same rights as men (Levin-Rasky, 2011).
Intersectionality provides a new way of thinking and reveals the rights and
opportunities for all human beings. Understanding this phenomenon can affect and shape
women’s lives that can become useful and empowering. An understanding of
intersectionality is needed to display the complexity of women’s rights and the
developmental challenges associated with them (Symington, 2004). Furthermore, the
influence of intersectionality must also expose the stereotypes that threaten the
hindrances these women encounter.
Stereotype Threats
Steele and Aronson (1995) stated, a “stereotype threat means anything one does
or any of one’s features that conform to it make the stereotype more plausible as a selfcharacterization in the eyes of others, and perhaps even in one’s own eyes” (p. 797).
Many women in leadership positions are able to address situations that are centered on
stereotypes of expectations and prejudices. Several social changes in America have
occurred over the last 40 years; however, the negative perception of women leaders is
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still prevalent in this country (Hoyt, 2005). Schmader and Johns (2003) stated that
stereotype threats “refer to the phenomenon whereby individuals perform more poorly on
a task when a relevant stereotype or stigmatized social identity is made salient in the
performance situation” (p. 440). These threats have been displayed through race, gender,
and social class. They interrelate with identity and have a strong influence on the number
of women leaders in the workplace (Sanchez-Hucles & Davis, 2010).
Furthermore, stereotype threat is designed for women to fail in leadership. One
strategy is the ability to demoralize their performance focusing on responsibilities that
correlate with making decisions, motivation, and negotiations (Latu et al., 2013). The
negative labels placed on women that contribute to their perceptions of self and the
ability to disengage from leadership opportunities is also known as stereotype activation.
It means these negative stereotypes are working and influential, which can potentially
stop women from moving beyond (Hoyt, 2005). Stereotype activation definitely has
shown negative effects on individuals under attack, but there is research that has
illustrated the positive influence that occurs when there is self-efficacy involved with
one’s perception.
The role of self-efficacy and its impact on stereotype activation has presented
moderated responses to stressors in the workplace and strategies to help individuals cope
with them (Hoyt & Blascovich, 2007). Efficacy increases a resilient sense of personal
self-accomplishment and well-being in positive ways. People who have self-efficacy are
able to tackle challenges entrenched in stereotype threats rather than avoiding them
(Bandura, 1994). Hoyt (2005) maintained that “leadership efficacy appears to be an
extremely important predictor of performance for female mangers” (p. 4). Women
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having the ability to conquer difficult tasks are empowered, continuing to persevere as
they progress in leadership.
Perspectives of Empowerment
Empowerment became an essential component in the 1990s for individuals
proposing to obtain the authority in making their own decisions to complete their job
duties (Mathieu, Gilson, & Ruddy, 2006). According to Gutierrez (1990), empowerment
is defined as:
A sense of control over one’s life in personality, cognition, and motivation. It
expresses itself at the level of feelings, at the level of ideas about self-worth, and
at the level of being able to make a difference in the world around us. (p. 150)
Individuals who feel empowered in their work environment base it on their
perception and not by an objective reality (Spreitzer, 1996). Empowerment is the ability
of an individual to develop power within self that can influence others to change social
environments. Positive change exists in each individual; however, one must possess the
ability to become open-minded to see things from a different perspective (Gutierrez,
1990). According to Yuki and Becker (2006), “Psychological empowerment in
organizations is the perception by members that they have the opportunity to help
determine work roles, accomplish meaningful work, and influence important decisions”
(p. 210).
Empowerment increases the self-efficacy of an individual, which gives the ability
to progress with strength while increasing personal control, and the ability to strategize
while taking action (Gutierrez, 1990). Research has shown that a key component
associated with empowerment as a form of leadership encompasses the ability to make
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decisions and implement ideas based on them. It helps individuals feel there is some
autonomy given to them and some control over different job responsibilities (Greasley et
al., 2008). Developing consciousness within a group is important and makes the team
have an awareness that affects certain experiences among people. The focus then
becomes a collaborative effort toward solving problems that are from an objective point
of view, as opposed to a subjective approach (Gutierrez, 1990). Being able to decrease
one’s feeling toward self-blame is vital as well, so a person is liberated from feeling
guilty from negative decisions and situations. Self-blame can cause people to become
depressed and powerless. Eliminating this behavior can empower one to focus more on
change and solutions. On the other hand, a person must learn to accept and take
responsibility to advance in new opportunities of positive change (Gutierrez, 1990).
The vision for women and their development to be empowered as leaders
demonstrates the need to feel supported personally, as well as through society.
Empowerment is equally as important within the realm of affecting the person personally,
socially, politically, and economically. The liberation of empowerment does not deny
women their families or their femininity (Marinova, 2010). According to Connell (2010):
Real democracy means opening up decision making to women’s voice and
influence; reshaping workplaces to eliminate built in gender barriers; re-shaping
the relations between workplace and family that hamper democracy in both; and
re-shaping family life with a spirt of equality, which is all correlated with
empowerment for women. (p. 172)
Chopra and Muller (2006) said, “Liberating empowerment is an instrument for
challenging patriarchal norms and institutions” (p. 2). Liberating empowerment focuses
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on women’s ability to gain autonomy and increase their self-determination. Although
reaching these areas of autonomy and self-determination are important, it does not mean
those components are enough to challenge the structure of the patriarchal environment.
This approach is centered on achievement and the development of goals (Chopra &
Muller, 2016).
Changing the political aspect of power is a process that requires work to impose
on a structured practice that opposes the rights of women. As more women partake in
this area to create change, the more empowerment is established for the female
population. Financial independence provides women with more opportunities that affect
one’s personal and professional means (Chopra & Muller, 2016). In addition, Duflo and
Beaman (as cited in Chopra & Muller, 2016) stated that “evidence has shown that
women’s political participation has positive impacts on child outcomes, the quality of
governance and that generally, women invest more in development priorities of women”
(p. 5).
From an operational concept, empowerment can mean that women began to
recognize who they are and obtain control over their lives with the ability to make
decisions for themselves. Women who are involved in development stages generate
awareness in the community and represent as well as participate in political and
economic situations, along with social movements contributing to empowerment for
women leaders (Kamal, 2011). The most effective women leaders have the ability to
empower others who are less empowered for themselves, especially for women and
ethnic minority groups. A leader who truly empowers gives others confidence and
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constructive criticism that will encourage them to achieve goals in ways they never
thought possible, which leads to certain traits and external factors (Denmark, 1993).
Traits and External Factors of Women Leaders
Currently, women leaders benefit in leadership roles by displaying some feminine
traits within an organization. Some of those qualities include good communication skills,
conflict resolution, a developmental approach that conveys strong interaction with others,
and an indulgent style of managing individuals (Stanford et al., 1995). Transformational
leadership is a style used among female leaders that focuses on the development and
empowerment of individuals to operate at a level that instills initiative and independent
work ethic (Kark, 2004). This kind of leadership illustrates a leader who empowers and
motivates others to perform at their best and move beyond the expectations set before
them. Transformational leadership has brought major changes within organizations by
shifting the dynamics to more flexibility for employees and building teamwork within the
organization (Kark, 2004).
Women have changed the notion of leadership through their example of
management, which has altered how subordinates feel empowered. Some researchers
have found that female leaders tend to encourage their followers through the heart
(Manning, 2002). This illustrates the model of leadership that a woman conveys by her
compassion for others and the way she leads. Some studies have found that subordinates
in different organizations believe female managers are more empowering and seem to be
more effective in their leadership roles (Manning, 2002).
Folta, Seguin, Ackerman, and Nelson (2012) conducted a study on 16 women
leaders interviewed to determine career paths, motivation, characteristics, definition of
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success and challenges. The women represented a broad range of leaders across the US.
They found these women had a vision and the determination to see it through. In
addition, defining success was about changing the lives of others (Folta et al., 2012).
Bass and Peters (as cited in Kark, 2004) believed the concept of this particular leadership
is linked with the labels placed on women and their thoughts on how leaders are
supposed to act within an organization. There has been a large number of women to
enter the workforce, along with their progress toward management, and that has some
correlation to the changes that have occurred within leadership and empowerment among
individuals (Kark, 2004).
Acceptance is a crucial component to empowerment. The ability as a leader to
accept one’s opinion on a specific problem creates a strong dialogue for communication
and the ability to develop an understanding of situations (Gutierrez, 1990). Selfdetermination is another major area of empowerment that reflects choice. It demonstrates
independence of freedom that establishes a continuous work ethic in the place of
employment (Spreitzer, 1996). Recognizing strengths and building on those can be very
effective with people as they are continuing to grow and mature. Teaching people
specific skills can increase one’s ability to feel more competent and inspire others to
continue learning. Women deserve to be empowered through this kind of development
that encompasses different levels of progress (Gutierrez, 1990).
Women leaders are known to be more democratic with their leadership roles and
unction in a manner that demonstrates collaboration, as well as shared decision making.
This method of leadership is ranked highly, as it is a positive and strong approach that
illustrates the growth of the members within the organization, and overall increases in
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performance among subordinates through financial gain and accomplished goals (Bass &
Avolio, 1996). Leadership patterns consist of encouragement for followers to enhance an
individual’s self-worth and empower them to produce. The success from this level of
inspiration is centered toward an interactive style that impacts subordinates in a positive
and effective way (Kark, 2004). The success of women leaders is essential to
relationships and how all individuals are affected throughout the process within an
organization.
Empowering Relationships
“Personal empowerment can be viewed only through the larger lens of power
through connection, through the establishment of mutually empathic and mutually
empowering relationships” (Surrey, 1987, p. 2). The basis for empowerment is about
collaboration and building relationships that illustrate trust and mutual power (Gutierrez,
1990). Mentoring demonstrates a way to empower relationships because it involves
growth and development in one’s professional, personal, and career fields (Ragins &
Verbos, 2007). It is important that women leaders help to encourage other potential
women leaders, so their success in the leadership profession continues to grow.
Mentorship can help create role models that illustrate balance through a woman’s
personal and professional experiences (Brown, 2005). In order for t an increase to occur
in the development of professional organizations, mentorship is a critical career training
tool for individuals seeking to progress. It is vitally necessary and has major influence on
the career success of women (Hunt & Michael, 1983). Mentorship is rewarding to the
mentor as much as it is beneficial to the protégé. It helps individuals to gain self-esteem
within an organization and provide self-confirmation to the mentor. The mentors are able
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to share wisdom and knowledge with their protégé, which can help them gain satisfaction
from guiding their mentee (Allen, Lentz, & Day, 2006).
Mentors provide psychosocial support, which focuses on role modeling, coaching,
and acceptance. Career development support involves protection, exposure to
experiences, and challenging assignments that help with development of their protégés
(Sosik, & Godshalk, 2000). Protégés exude characteristics that attract their superior or
they develop the courage to initiate the relationship for themselves. Chosen protégés are
usually younger than their mentor. The mentor might be intrigued by the protégé based
on good performance, high visibility, or that they are socially similar (Hunt & Michael,
1983).
Studies have explored women and mentoring, as well as stages in mentor-protégé
relationships. Noe (1988) revealed women who had mentors had more job success than
women who lacked mentors; they had a higher level of self-confidence and an increase in
awareness of their skills. Noe’s study, consisting of executive women who were
interviewed to reveal their experiences with mentors, revealed that mentorship opened the
door to create opportunities and increased personal motivation. Research has shown the
majority of women in the highest management positions have experienced relationships
with mentors, and this relationship contributed a vital factor toward success. Many
women in high-level leadership positions have found that the majority of their mentors
have been men. The reason for this is that there is a lack of women mentors operating at
that level (Hunt & Michael, 1983).
There are stages in the mentor and protégé relationship. The first stage is the
initiation period that allows the relationship to start between the two and develop over
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time. The next phase is the protégé stage, which focuses on guidance, support, and
inspiration (Hunt & Michael, 1983). After progress is made, there is the break-up stage
that focuses on separation of the relationship. The importance of this phase is to make
sure the relationship does not become corrupt. The final stage is the friendship phase,
which is established after the break-up period has occurred (Hunt & Michael, 1983).
Empowering relationships can be extremely effective in organizations and to leaders.
Advantages and Effectiveness of Empowerment
One of the main advantages of an empowerment approach is its effect on
motivating others to become more driven and improve their abilities through their job
performance. Four basic task motivators exude empowerment: having a sense of impact,
competence, self-determination, and meaningfulness (Greasley et al, 2008). These
motivators lead to a higher quality in service that results in more organizational
effectiveness, which consists of lower turnover rates, better decision making, and
problem solving (Paul, Niehoff, & Turnley, 2000). Making a difference and fulfilling
purpose displays an effective way an individual can produce major outcomes that will
influence the ability to be strategic and deliver administratively in an organization (Yuki
& Becker, 2006).
Mathieu et al. (2006) found that empowerment within a team establishes
significant influence within an organizational environment. In addition, they found a
strong correlation developed from the team of an organization based on the level of
performance and its connection with establishing empowerment (Mathieu et al., 2006).
An organizational culture is another factor that exudes support and values among those
individuals who are employed, which illustrates empowerment. The support and values
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involve everyone having fair and constructive criticisms of ideas along with gaining
recognition for those ideas that lead to the progress of the organization (Yuki & Becker,
2006). Job enrichment is an approach that is very effective for motivating individuals to
increase their level of skill, autonomy, and significance within an environment (Paul et
al., 2000). Feedback is an important element that provides information about areas of
improvement and achievement within the job that exemplifies empowerment. Allocating
information on performance, goals, and strategic planning provides essential elements to
feeling empowered and having success (Yuki & Becker, 2006).
Chapter Summary
In this chapter, a review of the literature has shown that most research on
empowering women leaders has focused on understanding women and leadership. A
woman’s power in leadership is known by qualities that exude a combination of
masculine and feminine traits, which encompass her strength, authority, and ability to
nurture within work environments (Denmark, 2003). According to Henderson and
Dialeschki (1991), “Feminist perspectives are sensitive to the diversity and differences
among women in terms of relative power and disadvantage associated with such life
aspects as class, race sexual preference, mothering, occupation, and education” (p. 52).
The goal of this study is to emphasize women leaders who have different perspectives of
empowerment and to reveal diverse opinions that women leaders believe are empowering
from their experiences that come from others. The questions to consider focus on
similarities and differences among women leaders and how they feel empowered. The
methodology process will reveal the answers to these questions and provide significant
information toward women in leadership.
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CHAPTER III: METHODOLOGY
Introduction
The purpose of this study was to conduct a mixed methods approach that explores
the ability to understanding subjective points of view that focus on women leaders and
their perspective on empowerment. Q methodology served as the tool for the women
leaders to express their opinions, with an emphasis on the way each woman feels
empowered and the traits they use to empower others. This chapter demonstrates the
rationale for the use of a Q-sort methodology, explains the procedures for analysis used
in this study, and describes the data collection process.
Q Methodology
William Stephenson, a “British physicist-psychologist invented Q methodology in
1935” (Brown, 1996, p. 561), focused on principles of pleasure, morality, reality, and
self-reference (Stephenson, 1993). According to Brown (as cited in Cross, 2005), “It is
life as lived from the standpoint of the person living it that is typically passed over by
quantitative procedures and it is subjectivity in this sense that Q methodology is designed
to examine” (p. 208). Subjectivity exemplifies an individual’s communication by sharing
one’s point of view. In addition, subjectivity illustrates the feelings, wishes, opinions,
and emotions of how one interprets something, known as self-reference (Stephenson,
1993). Therefore, it is an ideal method for this study, as it examines women’s views of
empowerment through their lens.
The Q methodology is known for exploring issues that are correlated with
individuals who are influenced with personal feelings and opinions. It allows people to
express different points of view and gives them the freedom to communicate their
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perspective on diverse situations (Zabala & Pascual, 2016). According to Kitzinger (as
cited in Cross, 2005), “Q methodology begins with the notion of finite diversity, the aim
not to obtain the truth, but to collect and explore the variety of accounts people construct”
(p. 209).
Concourse Theory
The beginning stages of a Q methodology are connected to a concept of a theory
called the concourse theory, which stems from Q methodology that produced a
framework involving subjectivity. Stephenson (1986) stated, “A universe of statements
so conceived for any situation or context is called a concourse, to remind us that the
concern is with conversational possibilities, not merely informational” (p. 44). The
theory consists of explanations and life conversations that address meaning and opinions
of individuals living and experiencing everyday life. Concourse theory involves
communication that exposes thoughts, ideas, and dreams with the ability to birth out new
discoveries of different circumstances (Brown, 1993).
Q methodology is a semi-qualitative approach that examines discussions and
conversations, which assists with this particular research through civic participation
among human beings. It involves a ranking process for the participants to use while
conducting the study. The ability to implement this type of research permits respondents
to share their subjective perspectives by sorting through a set of words or statements used
in the study (Zabala & Pascual, 2016). The Q-sort is a self-directed process that requires
each participant to sort through the sample of items used, known as a Q set, that could
consist of words or statements (Cross, 2005). An example of sorting would consist of
ranking these items from strongly agree to strongly disagree, depending on the specific
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study being conducted (Zabala & Pascual, 2016). According to Cross (2005), “The Q set
is randomly numbered, put into cards, shuffled and offered to participants who are asked
to use them to model their view or account by sorting them into categories” (p. 209). In
this study, a list was assembled of words that exude levels of empowerment derived from
different literature reviews in order to conduct the research study. Sixty words were
identified that relate to women leaders and empowerment (see Table 3.1 and Table 3.2).
These words were used to determine points of view and should correlate with the main
two research questions.
The Q sample included 10 to 15 women leaders who work in education, nonprofit, or for-profit sectors. Chosen women were contacted to conduct the Q-sort
methodology through email and phone. These women came from different areas such as
Tennessee, Kentucky, and Indiana. These women reviewed the words that were provided
and sorted them accordingly based on their view of empowerment.
Participants: P Sample
The P sample represented the persons asked to participate in the study to sort
through the items of the Q sample provided to them. According to Stone, Maguire,
Kang, and Cha (2017), “Participants are considered to be variables in the context of Q
methodology and participants will be a rich source of relevant information” (p. 295). The
P sample consisted of individuals personally known by the researcher who are women
leaders within the community and from other states, including women from the
researcher’s church, work acquaintances, and doctoral cohort members. Therefore, there
were some convenience sampling occurring as the research moved forward. However,
the research attempted to connect with some women that were not familiar with, were
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willing to participate in this particular study, thus enhancing the results. (I attend a
church of over 30,000 members, so I thought I would have an opportunity to connect
with some women leaders there that would share some insight and points of view through
participating in the study. In addition, the women I already had a relationship with were
able to connect me with other women leaders that had some interest to participate in my
research.) These women leaders came from diverse cultural backgrounds in regard to
their ethnicity and age, which provided additional insight on their views of empowerment
and illustrated similarities as well as differences.
Table 3.1
Q Sample Word Sort Internal Traits toward Empowerment in Leadership Roles
Number
1.
2.
3.
4.

5.
6.
7.
8.
9.

Words - Meaning

References

Takes Advantage of Opportunity – A chance to
improve self
Motivated – A desire to do something
Collaboration Ability – Working with someone
to produce
Visionary – Can see things before they come to
fruition
Feeling of Acceptance – Welcomed, feel a part of
something
Good Listener – Gives people full attention
High Expectations – An assumption that
something will happen
Respect for Self
Engaged – Make sure there is involvement

10. Authentic – Someone who is genuine and
accurate in all settings
11. Innovative – Someone who is creative and all
about starting something new
12. Self-Confidence – Someone who believes in
themselves and their abilities to produce

38

Militello & Benham, 2010
Bass & Avolio, 1996; Latu et al., 2013;
Manning, 2002
Bass & Avolio, 1996
Bass & Avolio, 1996; Choi, Goh,
Adam, & Tan, 2016; North, 2006;
Sperandio, 2011
Bullough et al., 2012; Choi et al., 2016
Sperandio, 2011
Bullough et al., 2012
Sperandio, 2011
Bullough et al., 2012; Turner &
Maschi, 2015
Turner & Maschi, 2015
Bullough et al., 2012; Ryan, 2009
Sperandio, 2011; Turner & Maschi,
2015

Table 3.1 (continued)
Number

Words - Meaning

References

13. Charisma – Has the ability to inspire others
14. Trustworthy – Someone who is honest. You can
believe what she says.
15. Open-Minded – Someone who can consider other
ideas without being biased
16. Feminist – Someone who support equal rights
among women
17. Initiative – Someone who starts things on his/her
own
18. Accountable – Someone who is dependable
19. Inspirational – Showing ways to empower others
20. Driven – Determined and motivated
21. Communication – Conveying information to
everyone
22. Influential – Persuasive
23. Passionate – Has a heart and will to do something
24. Sense of Humor – Someone who can loosen up
and appreciate a joke
25. Fun – Enjoyment in an environment and it is not
always so serious
26. Change Agent – Ability to modify and do
something different without hesitation
27. Wisdom – Someone who has good judgment
28. Commitment – Someone who is dedicated to the
task put before her
29. Loyal – Faithful
30. Teambuilder – Having the ability to work with
the group
31. Flexible – Adaptable, less strict
32. Responsible – Accountable, having control
33. Consistent – Constant, accurate

39

Bass & Avolio, 1996
Choi et al., 2016
Stephenson, 2001
Turner & Maschi, 2015
Militello & Benham, 2010
Militello & Benham, 2010
North, 2006
Bass & Avolio, 1996
North, 2006
Bullough et al., 2012; Manning, 2002
North, 2006
North, 2006
North, 2006
Bullough et al., 2012; North, 2006
North, 2006
Choi et al., 2016; North, 2006
North, 2006; Stephenson, 2001
North, 2006
Choi et al., 2016; North, 2006
Turner & Maschi, 2015
Bass & Avolio, 1996; North, 2006

Table 3.1 (continued)
Number

Words - Meaning

References

34. Mature – Adult development
35. Courage – Brave, fearless
36. Ethical – Moral principles
37. Assertive – Self-assured and confident
38. Encouragement – Inspiring someone
39. Appreciation – Grateful
40. Supportive – Helpful in situations
41. Has the Ability to Delegate – Trust others to
complete a task
42. Feeling Appreciative - Grateful
43. Nurturer – Helping someone in a caring way
44. Accomplishment – Achieved successfully
45. Good at Building Relationships – Getting to
know people within an organization and
community
46. Strategic – Someone who plans and thinks things
through
47. Makes Decisions Easily – Ability to be decisive
48. Knowledgeable – Educated in a particular area
49. Effective – Ability to produce toward a result
50. Risk Taker – Someone who take risks
51. Authoritative – Right to give instruction
52. Influential – Persuasive

*Q-Sort for Women Leaders
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Bass & Avolio, 1996; North, 2006
North, 2006
North, 2006; Ryan, 2009; Stephenson,
2001
Bullough et al., 2012
Bullough et al., 2012; Stephenson,
2001
Choi et al., 2016; Ryan, 2009
Bass & Avolio, 1996; Ryan, 2009
North, 2006; Turner & Maschi, 2015
Choi et al., 2016; Ryan, 2009
North, 2006
North, 2006
Bullough et al., 2012; Manning, 2002;
North, 2006
Choi et al., 2016
Bass & Avolio, 1996; Ryan, 2009;
North, 2006
North, 2006; Sperandio, 2011
Bass & Avolio, 1996; Turner &
Maschi, 2015
North, 2006
Bormann, Pratt & Putnam, 1978
Bormann et al., 1978

Table 3.2
Q Sample Word Cards External Factors toward Empowerment in Leadership Roles
Number

Words - Meaning

References

1.

Inclusive Group – Being included within the group

Militello & Benham, 2010

2.
3.

Motivating Environment – Inspired to act
Collaborative Environment – A partnership among
groups of people
Has a Role Model or Mentor – A person to admire
Inspirational Setting – Influenced and motivated

Bass & Avolio, 1996
Militello & Benham, 2010

4.
5.
6.
7.
8.
9.

An Environment of Equality – Treated fairly and
equal.
Provides Opportunities – A chance to be promoted
or experience new things
Provides Professional Development – The process
of growth
Provides a Place for Advancement – Progression

10. An Environment of Productivity – Producing
results
11. Produces a Nurturing Environment – Provides care
12. Group Participation – Actively involved
13. Represents Values – Morals, standards, ethics
14. Resourceful – Find ways to overcome difficult
situations
15. Democratic – Everyone is given an opportunity to
share ideas and help make decisions
16. Charisma – Charm that inspires others
17. Trustworthy Environment – Can be trusted with
information
18. Has an Open Mind – Considers other ideas and
unbiased
19. Economic Security – Financially stable
20. Progressive Environment – Ongoing steps to reach
goals
21. Creativity – Uses imagination to come up with
original ideas
22. Group with Integrity – A person who keeps her
word
23. Accountable Group – Someone that is dependable
24. Communication within a Group – Convey
information with someone
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Latu et al., 2013
Bass & Avolio, 1996; Latu et al.,
2013; North, 2006
Bullough et al., 2012; Levitt, 2010;
Stephenson, 2001
Bullough et al., 2012
Bullough et al., 2012
Bullough et al., 2012; Stephenson,
2001
Bullough et al., 2012
Bass & Avolio, 1996; Bullough et
al., 2012
Bass & Avolio, 1996; Bullough et
al., 2012
Bullough et al., 2012; Choi et al.,
2016
Bass & Avolio, 1996
Bass & Avolio, 1996
Bass & Avolio, 1996; Choi et al.,
2016
Choi et al., 2016
Stephenson, 2001
Sperandio, 2011
Militello & Benham, 2010
North, 2006
Bass & Avolio, 1996
Militello & Benham, 2010
North, 2006

Table 3.2 (continued)
Number

Words - Meaning

References

25. Driven in the Group – Determined and motivated
26. Has Influence within the Group – Ability to
persuade
27. Passionate Group – A strong desire to do
something
28. Sense of Humor among the Group – Appreciates
jokes and allows laughter
29. Fun Environment – The job is a place that is
enjoyable
30. Changed Environment – Something different
31. Group of Wisdom – Good judgment
32. Committed Group – Dedicated
33. Trainings for the Group – Receiving more
education in a particular area
34. Respect Environment
35. Always Engaged – Involving self with others
36. Provide Guidance
37. Has Authority among the Group – Right to give
instruction and ability to influence
38. Receives Recognition – Someone who is humble
and genuine.

Bass & Avolio, 1996
Bass & Avolio, 1996
North, 2006
North, 2006
North, 2006
North, 2006
North, 2006
North, 2006
Sperandio, 2011
Sperandio, 2011
Bullough et al., 2012; Turner &
Maschi, 2015
Levitt, 2010
Bormann et al., 1978
Bullough et al., 2012; Choi et al.,
2016; North, 2006
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Protocol and Procedures
An application was completed for the Institutional Review Board at Western
Kentucky University requesting approval for this proposed research project. After
approval, women leaders were contacted through email with an invitation to a social
event in Nashville, Tennessee, that explained the purpose of the event with the location
and date. They were asked, if interested, to RSVP by a certain deadline for food
purposes to be provided for each participant. For those women leaders who wanted to
participate in the study for the social event but could not attend on the date scheduled,
they had an opportunity to participate individually.
The first step consisted of providing all participants with a link from a software
called qsortware.com (Pruneddu, 2014) that provided information explaining the details
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to everyone and making sure each woman leader had a clear understanding of all
expectations. The link provided a welcome letter with a consent form that explained their
rights, along with a survey to collect from every woman leader, which included
demographic data. The demographics entailed age range, ethnicity, political affiliation,
occupation, number of years they had been in a leadership role, and their job title.
The second step included the instructions for women leaders to read before
participating in the Q-sort experience. The participants were given directions in detail
that explained each step as they went through the process. They were then asked to sort
the list of words with definitions (words of empowerment) into three different categories.
The first category represented “Most Relevant,” the second category represented
“Somewhat Relevant,” and the third category represented “Least Relevant,” which was
based on their opinions. Under these categories was a ranking system that ranged from -4
to +4. It was then that each woman leader would place her word listing on the grid,
ranking them in the section under those specific categories listed and under the ranking
format provided from -4 to +4. This particular step required each participant to complete
two different grids electronically. One grid focused on external factors of empowerment
and leadership roles, and the other grid drew attention to the internal traits that were
perceived toward empowerment and leadership roles.
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Not Relevant
-4

Not As Relevant
-3

-2

-1

0

+1

Very Relevant
+2

+3

+4

Figure 3.1. Q-sort grid.
The third step involved an interview process that occurred after the Q-sort was
completed. The original plan to interview participants was to conduct focus groups in
which women leaders were connecting with other women to discuss these questions and
give more thorough responses from their points of view. However, those women leaders
who could not attend the social event were contacted by phone, email, or had an
individual face-to-face meeting to participate in the interview. The interview included a
series of open-ended questions that led each person to elaborate further on the topic of
empowerment and leadership roles. The interview was intentionally provided after the
Q-sort was completed, with the overall goal of gaining more information and having
greater insight from the women leaders involved in the research study.
Data Collection
The researcher emailed Qsortware.com (Pruneddu, 2014) to gain access to create
and implement information for the research study. Once the email was sent to the
software company through Alessio Pruneddu to establish an account, he was able to
provide an accessible account to generate the information in the software. Next, the
words and statements were entered into the database system, which is also known as the
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Q sample, allowing the researcher to finalize both Q-sorts. These words were used from
Table 3.1 and Table 3.2 that represented the internal traits and external factors.
From the beginning of the study, t a welcome letter was required for each
participant to read and sign an informed consent form, which was collected to ensure
their participation throughout the process was understood and agreed upon. The next step
in the study was a survey the participants completed to collect data that included different
demographic information. The demographics determined any differences or similarities
among these women based on age, ethnicity, and position. Some questions were asked in
regard to the number of years employed as a leader and number of subordinates they
oversee. Immediately following that step, each participant was to go to the first Q-sort
task, internal traits. There were two different steps to this process. The first step was to
drag the words and statements into three piles that represented columns labeled Least
Relevant, Not as Relevant, and Most Relevant. The last step was sorting the items more
finely from the three piles to nine. The nine piles gave more instructions as to the
number of words that could go under each of those columns that represented the range
from -4 to +4. After completing the first section, participants followed the same steps
previously described complete the second Q-sort task, external factors.
Once the participants completed their Q-sort grid electronically, they read a thank
you letter for participating in the study. It also informed them to submit their work
correctly so the information would transfer and give the researcher access to the data they
provided. After the Q-sort was completed and verified as recorded, there was an
interview process for them to complete. The interview questions were designed to give
more insight of their opinions and perspectives. Some information was provided
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collectively through the focus groups, others were by phone, and others were through
face-to-face visits. All of the interviews were documented on paper for accuracy of the
data for the study. The data collected included everyone’s thoughts who participated in
the Q-sort. The estimated time for this entire study lasted for approximately 45-60
minutes for each participant. This structured period gave ample time to complete the
research project.
Data Analysis
The data collected were analyzed first by sorting through all the data from each
woman who was interviewed and participated in the Q-sort. This helped to determine
each female’s different points of view and identify the story told from her perspective.
Each participant was interviewed to gain a better understanding of her reality with
empowerment. It provided a deeper meaning and more information on the topic in
conjunction with the Q-sort. Next, the study consisted of interpreting the results. Cross
(2005) states, “Interpretation is achieved in terms of comparisons and contrasts between
the positioning of items in the reconstructed Q-sorts representing each factor” (p. 210).
Finding different themes or combinations among the variables is a common guide for a
factor analysis to be conducted. Determining if the variables have a strong correlation is
vital within the sample before running the factor analysis (Muijs, 2011). Therefore, the
goal was to identify main viewpoints that women leaders believe from their perspective
are true in regard to the subject matter, which is empowerment.
The next method consisted of conducting a factor analysis, which was used to
approach the “structure of the subjectivity gathered from individuals that are subject to a
factor analysis and results in factors that only represent segments of subjectivity”
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(Rozalia, 2008, p. 873). The purpose was to identify factors (words) used in the study to
compare all individuals’ responses based on different points of view. The proper method
consisted of a factor analysis. The low number of women signifies the Q technique in the
study, with a high number of words used for evaluation. It determined the variability
among the variables, which were the women leaders, and identified any correlation
between the individuals’ points of view (Rozalia, 2008).
Individual and group interviews were conducted to complete the study. The study
involved instructions of each step, which included a demographics page, Q-sort grid with
the items, and additional interview questions that provided more understanding of each
individual’s point of view. Interviews were recorded using an audio device, and notes
were taken during the process of the study. After data were collected from each
participant, the information was coded to develop categories that were assembled into
themes. This process was used to examine the qualitative data and understand each
person’s perspective on empowerment.
Limitations
One limitation with this particular study was the outcomes could not be
generalized results to encompass the entire population of all women leaders. This was a
small sample size that focused on one area of research, which was empowerment.
However, that is not the purpose of the Q study; the purpose was to uncover the existence
of shared viewpoints. A larger Q study would cover a broader range of diverse
perspectives. The second limitation was that this was not a random sample because many
of the participants were chosen due to prior relationships with the researcher. However,
there were some women unfamiliar to the researcher who chose to participate based on
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another woman leader they knew who was part of this study. Therefore, these
participants were self-selected and chosen to be a part of the study based on who they
knew. The last limitation was that this research project focused only on one aspect of
empowerment and leadership roles. There are other areas to consider, but they were not
included in this particular study.
Chapter Summary
This chapter described the research study and the Q-methodology used to collect
the information on women leaders and their perspectives on empowerment. Information
was provided as to how the study was conducted and the different steps followed to
complete the project. The next chapter discloses the results from the data collection of
the research study.
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CHAPTER IV: RESULTS
Introduction
The purpose of this study was to examine women leaders’ perceptions of
empowerment in the areas of internal traits and external factors within their working
environment. These areas provided insight into their similarities and differences in
regard to how they view the significance of empowerment and the way it is illustrated
among them as leaders. The women were given an opportunity to express how they
define empowerment by sorting words on internal traits that described their own point of
view. In addition, another opportunity was provided for external factors, which allowed
each woman to express how she empowers others in a work environment from her own
perspective. This study provides an understanding of women’s experiences and ways
they seek and view empowerment on a personal level.
The results from this study are presented throughout this chapter. The
interpretation of the data provides insight into women leaders’ definitions of
empowerment and ways they think they are able to empower others through the Q-sort
results, as well as their participation in answering some open-ended interview questions.
These questions provide more illustrations of the participants’ views on leadership and
provide a better understanding of women leaders and their experiences throughout their
career.
This chapter presents the data that were collected for the study from women
leaders who participated and the information provided based on their views
independently and collectively. The sample’s demographic information is provided, as
well as the Q-sort for internal traits, the Q-sort for external factors, and the qualitative
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interview questions. It demonstrates how the data were run to provide accurate results in
regard to the research questions for this study.
P Sample and Q Sample
Specific software called Qsortware (Pruneddo, 2014) was used for the research
study that was directed to effectively create a Q-sort methodology. This software was
used to input all the information necessary for these women in order to be a smoother
process to complete and easier method to document the collection of data. Using the
Qsortware software to conduct this study created an enhanced system for these women
leaders to participate in the same study at different times.
The words, phrases, and constructs in the Q sample were created by using
literature that was examined to develop the research study. These words were chosen
based on the aspects of empowerment the literature suggested are important for
individuals in the working world. There were two different groups of words with
definitions that provided meaning to the words given for the study. The first Q-sort set of
words focused on empowering self as a leader. A total of 52 words were involved in the
first Q-sort set for the participants to rank them. The second set of words centered on the
effects of empowering groups, with a total of 38 words participants ranked based on the
level of relevance. Tables 3.1 and 3.2 provide a list of the words that were used.
A purposive sample of 11 women leaders participated in this research study.
These women are executive-level and c-suite level leaders working to make a difference
in the workforce. Every participant was sent a link through email that provided detailed
instructions and a phone number for questions. In addition, every woman was invited to
a social event gathering to network with other women and participate in a study. It also
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brought a lot of interest and knowledge for them as leaders. This created an
accommodating way for everyone to decide if they wanted to participate and in what
manner. Some women were able to meet face to face, others were able to meet through
phone conversation, and some were able to attend a social event that provided the
opportunity to network and mingle with other women leaders.
Three participants wanted to participate by phone conversation due to long
distance and limitation of time availability. This particular method allowed them to ask
questions as they moved forward with the process by making them feel more comfortable
and reassuring them they were completing everything correctly. Two participants
scheduled an individual meeting to participate in the study. These individuals chose a
time that was suitable for them and were able to receive instructions throughout the entire
process. Once instructions were given, they were placed in a private room so there would
be no distractions. One of the women who interviewed in person was so intrigued after
completing the study that she decided she would like to be a part of the social gathering
to converse and learn from the other women leaders who were present.
Eight women attended the social event, and most of these women reside in
Tennessee; but there were some who attended from Kentucky as well. Out of those eight
women, only five could be used for data collection. Some of these women had either
already participated in the study or did not meet qualifications for the criteria. These
women were able to converse with each other and break down any barriers of being
uncomfortable with one another. The same accessibility was provided for women who
attended the social event for instructions and assurance.
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Demographics
Each participant completed a demographics page that included their age,
ethnicity, number of years in leadership, political affiliation, and level of involvement in
their communities. The ages were characterized from 35 years old and under to 56 years
old and over. Three women fit into the 35-year-old and under category, five women were
in the 36- to 45-year-old category, and three women ranged in the 46- to 55-year-old
category. These women leaders represented different ethnic backgrounds that consisted
of five African Americans, four Caucasians, one Latina, and one mixed African
American-Caucasian. Seven women were married, three had never been married, and
one was widowed. Two of these women leaders had one child, two others have two
children, one woman had three children, and the rest reported having none.
These women leaders’ positions in the workplace included operating as the
president/CEO of a community college, principal in the education realm, and
entrepreneurs working for profit in the field of marketing and events. In addition, there
were women leaders who were executive directors for nonprofit agencies, assistant vice
president for brand strategy and development marketing for profit, and in the medical
field as a pediatrician. The number of years these women were in leadership ranged from
one and a half years to 18 years of operation on that level. One participant had only been
in her position for a little more than one year, one for two years, two participants for four
years, one participant for six years, one participant for nine years, four participants for 10
years, and two for 18 years.
Their political affiliation showed seven women who identified as being affiliated
with the Democratic Party, one woman was with the Republican Party, two women
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represented the Independent Party, and one represented other. Only two women had
attained their doctorate, four attained their master’s degree, two attained their bachelor’s
degree, and another two their high school diploma. Most of these women are involved in
their community. However, their involvement varied, with seven indicating they were
strongly involved, two were somewhat involved, one was only involved at a certain level
of importance, and one indicated not being involved in the community.
Data Analysis
Tables 4.1 and 4.2 show the results from the 11 participants’ sorting of the words
associated with the internal traits and external factors. Participants were asked to rate
each word/phrase on a scale from -4 to +4, with -4 being least relevant and +4 being most
relevant to either the internal traits or external factors. The data were analyzed through a
free software program called RStudio (2012), resulting in scores by the sorted words on
the 3 factors. The software did a factor analysis with varimax (orthogonal) rotation to
identify women with similar sorts. Factor analysis results suggested three factors made
the most theoretical sense. Each table displays a weighted average of the scores the
women in a factor gave to the words/phrases based on their perspectives.
Figure 4.1 displays an example of a Q-sort distribution. The numerals illustrated
in the square brackets indicate the number of words that were placed in each category to
demonstrate the rankings of relevance for this study.
In Table 4.1 Internal Traits, Factor 1 represents self-driven leaders, Factor 2
represents creating a focused atmosphere, and Factor 3 represents influencers. Table 4.2
provides a Q-sort of words with definitions displaying three factor groups on internal
traits and how they sorted each of those words.
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Least Relevant
-4
-3

-2

-1

Not as Relevant
0
1

2

Most Relevant
3
4
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6
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Figure 4.1. Internal traits model.
Factor Interpretations – Internal Traits
Research Question #1: What are the internal traits that women leaders perceive as
contributing to their success in leadership roles?
The following interpretation for internal traits consists of each factor that
describes a pattern of leadership among the sample based on the relevance of these
characteristics to internal traits affecting empowerment. Three common categories
among the factors labeled the type of leadership these women leaders represented. Factor
1 represented women leaders who are self-driven; Factor 2 characterized women leaders
who are more focused on being atmosphere oriented leaders; Factor 3 epitomized women
leaders as charismatic influencers.
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Table 4.1
Word Definitions and Factor Placements on Internal Traits

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.

Word Definitions
Takes Advantage of Opportunities - A chance to
improve self
Motivated - The desire to do something
Collaborate Ability - Working with someone to
produce
Visionary - Can see things before they come to
fruition
Feeling of Acceptance - Welcomed, feel a part of
something
Good Listener - Gives people full attention
High Expectations - An assumption that
something will happen
Respect for Self
Engaged - Make sure there is involvement
Authentic - Someone who is genuine in all
settings
Innovative - Someone who is creative and is all
about starting something new
Self-Confidence - Someone who believes in
herself and her ability to produce
Charisma - Has the ability to inspire others
Trustworthy - Someone who is honest. You can
believe what she says.
Open-Minded - Someone who can consider other
ideas without bias
Feminist - Someone who supports equal rights
for women
Initiative - Someone who starts things on her own
Accountable - Someone who is dependable
Inspirational - Showing ways to empower others
Driven - Determined and motivated
Communication - Conveying information to
everyone
Influential - Persuasive
Passionate - Has the heart and will to do
something
Sense of Humor - Someone who can loosen up
and take a joke
Fun - Enjoyment in an environment and not so
serious all the time
Change Agent - Ability to modify and do
something different without hesitation
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Self-Driven
Factor 1
4

Atmosphere
Oriented
Influencer
Factor 2
Factor 3
0
1

4
2

0
-1

0
2

2

-4

4

-2

-4

-2

1
0

3
0

3
1

1
1
4

4
1
1

2
-1
1

0

-3

0

3

1

0

-1
3

-1
1

0
3

0

-3

1

-3

3

-4

-1
2
0
3
2

0
0
2
2
-1

0
3
-1
-2
3

-2
1

-2
1

-2
-2

-4

-3

-1

-4

2

0

-2

2

1

Table 4.1 (continued)

Word Definitions
27. Wisdom - Someone who has good judgment
28. Commitment - Someone who is dedicated to the
task
29. Loyal - Faithful
30. Team builder - Having the ability to work with a
group
31. Flexible - Adaptable, less restricted
32. Responsible - Accountable, having control
33. Courageous - Brave, fearless
34. Ethical - Moral principals
35. Assertive - Self-assured and confident
36. Creative - Someone who comes with ideas that
are innovative and new
37. Encouragement - Inspiring someone
38. Supportive - Helpful in situations
39. Has the Ability to Delegate - Trust others to
complete a task
40. Feeling Appreciative - Grateful
41. Nurturer - Help someone in a caring way
42. Accomplished - Achieved successfully
43. Good at Building Relationships - Getting to
know people within an organization and
community
44. Strategic - Someone who plans and thinks things
through
45. Makes Decisions Easily - Ability to be decisive
46. Knowledgeable - Educated in a particular area
47. Effective - Ability to produce toward a result
48. Mature - Adult development
49. Risk Taker - Someone who takes risks
50. Influential – Persuasive
51. Authoritative - Right to give instruction

Self-Driven
Factor 1
1
3

Atmosphere
Oriented
Influencer
Factor 2
Factor 3
2
0
-1
0

1
1

0
1

-4
1

0
2
0
0
0
-2

0
-2
-1
4
-2
1

-3
0
-1
2
-1
-1

0
-1
-1

-1
2
1

-3
-3
1

-1
-3
-3
2

0
-4
-2
3

-4
-4
-2
1

0

3

4

-1
-1
-1
-2
-4
-2
-3

-2
-1
-3
-2
0
-1
0

1
0
2
-2
-1
2
2

Factor 1 Self-Driven Leaders
This particular group of women believed in taking advantage of opportunities,
having motivation, and being authentic. These three categories of words were ranked as
being most relevant (+4) and exemplified the most important traits for this group. The
areas that were ranked as least relevant (-4) demonstrating a lack of importance were
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displayed in having a sense of humor, creating a fun environment, and being a risk taker.
The areas these women ranked higher than the other groups were with self-confidence,
drive, commitment, responsibility, courageous, encouragement, and nurturing. An
interesting point to Factor 1 illustrated the characteristics that were less valued than the
other factors. Those traits consisted of the following: good listener, respect for self,
initiative, change agent, consistent, ethical, creative, ability to delegate, accomplished,
strategic, influential, and authoritative.
Factor 2 Atmosphere-Oriented Leaders
These women believed the most relevant (+4) components to empowerment are
respect for self and doing things ethical. The areas that was least relevant (-4) consisted
of being a visionary, feeling accepted, and nurturing others. The characteristics that were
ranked higher than the other groups emphasized feminism, inspiration, fun, change agent,
wisdom, creative, support, feeling appreciated, good at building relationships, and being a
risk taker. Factor 2 demonstrated characteristics that were considered less valuable in
leadership than the other factors, which consisted of taking advantage of opportunities,
collaborative ability, innovative, trustworthy, open-minded, accountable, communication
commitment, responsible, and effective.
Factor 3 Influencer Leaders
The areas considered most relevant (+4) were being a visionary and strategic in
leadership. Feminism, feeling appreciated, and nurturing showed areas that were least
relevant (-4). The characteristics that were ranked higher than the other groups were high
expectations, charisma, open-minded accountability, communication, sense of humor,
makes decisions easily, knowledgeable, effective, influential, and authoritative. Factor 3
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showed characteristics less valuable than other factors for women leaders. These traits
were engaged, self-confidence, inspirational, driven, passionate, wisdom, encouragement,
supportive, and building relationships. Appendix G summarizes the sequence of the
words and shows detailed comparisons between the factors.
Figure 4.2 displays an example of a Q-sort distribution. The numerals illustrated
in the square brackets indicate the number of words that were placed in each category to
demonstrate the rankings of relevance for this study.
Table 4.2 displays the External Factors that were also rated on a scale of -4 to +4.
Factor 1 represented ethics and integrity, Factor 2 represented equality, and Factor 3
represented inclusion. It provides a Q-sort of words with definitions displaying three
factors groups on external factors and how they sorted each of those words.

Least Relevant
-4
-3

-2

-1

Not as Relevant
0
1

2

Most Relevant
3
4

18

23

10

29

38

15

4

20

2

6

33

25

7

22

28

32

9

16

[2]

12

3

36

19

5

24

35

[2]

[3]

30

13

37

34

11

[3]

[4]

21

8

14

[4]

17

31

26

[6]

27

[6]

1
[8]
Figure 4.2. External factors model.
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Table 4.2
Word Definitions and Factor Placements on External Factors

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.

Word Definitions
Inclusive Group - Being included within the
group
Motivating Environment - Inspired to act
Collaborative Environment - A partnership
among groups of people
Has a Role Model or Mentor - Someone to
admire
Inspirational Setting - Influenced and motivated
An Environment of Equality - Treated fairly
and equal
Provides Opportunities - A chance to be
promoted or experience new things
Provides Professional Growth - The process of
growth
Provides a Place for Advancement –
Progression
An Environment of Productivity - Produces
results
Produces a Nurturing Environment - Provides
care
Group Participation - Actively involved
Represents Values - Morals, standards, ethics
Resourceful - Finds ways to overcome difficult
situations
Democratic - Everyone is given an opportunity
to share ideas and help make decisions
Charisma - Charm that inspires others
Trustworthy Environment - Can be trusted with
information
Has an Open Mind - Considers others’ ideas
and unbiased
Economic Security - Financial stability
Progressive Environment - Ongoing steps to
reach goals
Creativity - Uses imagination to come up with
new ideas
Group with Integrity - A person who keeps her
word
Accountable Group - A group that is
dependable
Communication within a Group – Convey
information with someone
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Integrity Advancement Engagement
Factor 1
Factor 2
Factor 3
0
3
4
1
3

3
2

2
3

0

1

3

1
2

-2
4

1
1

0

1

0

-3

2

0

-2

0

-1

1

2

4

0

0

-3

-1
4
0

-2
2
-1

2
0
-1

2

-2

0

-3
2

-4
0

-2
-1

1

0

-1

-1
-1

4
0

-2
2

-1

1

1

4

1

1

1

1

-3

1

3

1

Table 4.2 (continued)

25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.

Word Definitions
Driven in the Group - Determined and
motivated
Has influence in the Group - The ability to
persuade
Passionate Group - Strong desire to do
something
Sense of Humor among the Group –
Appreciates jokes and allows laughter
Fun Environment - The job is a place that is
enjoyable
Changed Environment - Something different
Group of Wisdom - Good judgment
Committed Group – Dedication
Trainings for the Group - Receiving more
education in a particular area
Respectful Environment
Always Engaged - Involving self with others
Provide Guidance
Has Authority Among the Group - Right to give
instruction and the ability to influence
Receives Recognition - Someone who is
humble and genuine

Integrity Advancement Engagement
Factor 1
Factor 2
Factor 3
-1
-1
0
-2

-3

-1

2

-1

-2

-2

0

-4

0

0

-4

-4
0
3
-3

-4
-1
-1
0

-3
0
2
-2

3
-1
0
-4

1
-3
-3
-2

-1
3
0
1

-2

-1

0

Factor Interpretations – External Factors
Research Question #2: What are the external factors that women leaders perceive as
contributing to their success in leadership roles?
The interpretations for the external factors for women leaders’ perceptions of
empowerment examined types of characteristics that involve others in the workplace.
The results were measured based on three factors and were labeled according to the level
of ranking. Factor 1 represented integrity; Factor 2 symbolized advancement, and Factor
3 exemplified engagement for the team that works under these kinds of leadership styles.
These two characteristics were the most relevant (+4) based on their own personal
opinions. The external factors that were viewed as the least relevant (-4) were
developing a changed environment and authority among the group. The areas of these
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characteristics that ranked higher than the others consisted of having a team that is
resourceful, democratic, and trustworthy in environment; open-minded; passionate; and
committed. The areas that were considered less valued than the other factors entailed
receiving recognition, providing trainings, having creativity, progressive environment,
mentorship, and motivational environment for the working team.
The two areas that were least relevant (-4) for these women leaders consisted of
having charisma within the group and having a changed environment that indicates
developing different things. Characteristics that were valued higher in this factor than the
others centered on having a motivating environment, providing opportunities,
professional growth, advancement, communication, and trainings for the group. The
areas that were considered less valuable than the other factors focused on providing
guidance, always engaged, committed, group with wisdom, influence, democratic, group
participation, developing an inspirational setting, and collaborative environment among
the team.
The areas that were viewed as least relevant (-4) were having a sense of humor
and a fun environment in the workplace. The words that were ranked higher than the
other factors consisted of having a mentor, group participation, a progressive
environment, drive, influence, always engaged, and recognition to empower the group
employed on the job. The characteristics that were represented as less relevant than the
other factors included the following: having a respectful environment, passionate group,
accountable group, an open mind, trustworthy environment, and provides a nurturing
environment. Appendix H outlines the sequence of the words and shows more detailed
comparisons between the factors.
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Factor Loadings
The loadings from this particular study on these women leaders consisted of a
three-factor rotation that assists to further examined the data collected from a closer view.
The interpretations of the loadings were more concrete and bring more clarity on the
results. There was a small probability of running these loadings on these women’s points
of view below .05 to show they were statistically significant. The correlations and their
significance among the variables represented whether they were meaningful under these
factors. The internal traits labeled each factor to represent a certain style of leadership
and empowerment. Factor 1 was self-driven, Factor 2 was focused on setting an
atmosphere, and Factor 3 was being an influencer. The external factors labeled each
factor to represent ways these women believed empowered groups or others in their
leadership roles. Factor 1 represented being integrity, Factor 2 focused on advancement,
and Factor 3 focused the attention on engagement and productivity among the groups.
The loadings show the internal traits of each woman leader in the area they
believed is the most important regarding empowerment. Participants 2, 3, 6, 7, 8, 9, and
10 ranked Factor 1 highest, which is the self-driven category. Participants 4 and 5 ranked
Factor 2 highest, which focused on a group of women leaders who were atmosphere
oriented. Participants 1 and 11 scored highest on Factor 3, which represents they value
the ability and power to influence. Participants 2, 3, 6, 7, 8, 9, and 10 strongly denote the
importance of working hard and being self-driven. Participants 4 and 5 believe in the
value of setting an atmosphere that is conducive to everyone involved to create support
for the leader, which exemplifies empowerment within. Each participant showed larger
loadings in those particular factors in comparison to other factors.
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Table 4.3
Factor Matrix Using Participants’ Q-Sort – Loadings for Internal Traits
Participant

Factor 1

Factor 2

Factor 3

Participant #1

0.12

0.44

0.66*

Participant #2

0.65*

0.53

0.02

Participant #3

0.71*

0.41

0.12

Participant #4

-0.05

0.69*

-0.06

Participant #5

0.19

0.57*

0.24

Participant #6

0.74*

0.08

0.07

Participant #7

0.57*

0.15

0.55

Participant #8

0.63*

-0.3

0.15

Participant #9

0.71*

-0.02

0.18

Participant #10

0.64*

0.37

0.14

Participant #11

0.12

-0.11

0.85*

*Significant at the .05 level
These loadings are centered on external factors that illustrate the importance of
empowering groups that exude women and their perspectives on methods that work.
Factor 1 was rated the highest by participants 1, 2, 8, 9, and 10. These women believe in
representing values that consist of moral standards and ethics and creating a team that has
integrity. These participants demonstrate the values of moralism and integrity, which
will empower groups of individuals that work under their leadership. These leaders’
loadings were larger within Factor 1 than the other two factors. Participants 4, 5, and 7
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Table 4.4
Factor Matrix Using Participants’ Q-Sort – Loadings for External Factors
Participant

Factor 1

Factor 2

Factor 3

Participant #1

0.67*

0.44

-0.01

Participant #2

0.85*

0.11

0.00

Participant #3

0.28

0.43

0.4

Participant #4

-0.06

0.7*

-0.01

Participant #5

0.24

0.8*

0.06

Participant #6

0.18

0.54

0.52

Participant #7

0.32

0.75*

0.33

Participant #8

0.57*

-0.24

0.36

Participant #9

0.58*

0.33

0.13

Participant #10

0.83*

0.14

0.25

Participant #11

0.08

0.07

0.89*

*Significant at the .05 level
scored highest on Factor 2 and believe that most relevant (+4) for empowering their team
is having an environment of equality and having financial security. These participants
had a perspective that centered on being treated fairly and the belief being compensated
for the hard work an individual produces will bring a sense of empowerment within a
group of followers. Factor 3 was ranked highest by one participant, number 11. She
believed having an inclusive group and an environment of productivity was the most
relevant (+4) under her leadership. Participant 11 was the only woman who represented
Factor3, which included engagement and productivity. She believed in inclusion and
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having an environment that produces brings empowerment to the group. An interesting
piece about these loadings is that participants 3 and 6 illustrated no significant difference
among Factors 2 and 3.
Qualitative Research
A series of qualitative questions were asked after the process of the Q-sort was
completed. The purpose was to give each participant a chance to answer more in depth
regarding their perspectives about leadership. The information given was placed into an
Excel sheet and coded. Afterward, themes were explored and categorized based on the
commonalities that occurred in the responses. This provided clarity on their choices of
word sorting and their experiences referencing their leadership abilities and their views
on empowerment.
The first question was related to the sorting exercise just completed and asked the
following: Based on your word listing assortment, did you find it challenging to sort
them? If so, why? All participants agreed that the assortment was difficult because they
believed all the words were relevant and it was hard to rank words that were less relevant
than the others. This was a common statement across the board.
The second question was: What does empowerment mean to you as a woman
leader? There were several similarities among the participants. They stated that the
most important areas toward gaining empowerment were to establish self-confidence,
have authenticity, support, and the willingness to provide effective change.
Question three was: How do you empower others and demonstrate effective
leadership? The common occurring theme for this question was providing
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encouragement and autonomy for others, and the importance of having trust in the
workplace.
Question four was: What are some of the major obstacles you as a woman leader
have faced throughout your professional career? Everyone in the sample shared the
common obstacles they have faced as women leaders, and they were all very similar.
Women leaders having the same treatment as male leaders is hard to establish in the
workforce. These women stated that there are higher expectations placed on them as
leaders than for men. One woman discussed her frustration with constant critiques about
her performance as a leader and other demands placed on her because the position had
always been filled by men. However, she was the first female to be hired in that
leadership position role. They are overlooked and marginalized as leaders, which
demonstrates the inequality that is a barrier today.
Question five was: What areas do you think are essential for implementing
empowerment that you lack as a leader? The common themes for this question from the
participants were having opportunities for development through training and building
self-confidence as a leader so they can make an even stronger impact in their
environment.
The last question was: What were some words that stood out to you more than
others? Why? The themes were integrity, trustworthy, and loyalty. These women
believed that these words demonstrate a valuable, strong leader who is effective with
those she leads. They believed there is potential to grow and build within the
organization to strive toward their goals.
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Chapter Summary
The participants have demonstrated value through this methodology that displays
different ranks of empowerment by sharing what is most important to them. They are
more optimistic and believe in the possibilities provided through their organizations and
businesses. The goals established by each female are based on being the best leader they
can be through forming and constructing vision and innovation. The revelation from
these women is that they have an open mind to a process that is transformational for
them, which illustrates their courage as leaders.
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CHAPTER V: DISCUSSION
Introduction
The purpose of this study was to explore the similarities and differences among
women leaders in regard to their perspectives on empowerment. The participants
involved in this research were c-suite, executive leaders who had some experience in the
workforce. These women leaders came from various professions and included, for
example, the president of a university, executive directors of non-profit agencies, a vice
president of marketing for a corporation company, and successful entrepreneurs in
various areas. The goal of the research study was to examine and discover what
empowers women leaders in the workplace.
Discussion of Results
The women who participated in the study found that there were essential
components for women in the professional world seeking ways of empowerment, while
discovering that most of them were pursuing the same goal that leads to success. A
group of these women illustrated that being self-confident is one battle that is necessary
to win in order to continue moving forward in the workplace as a leader. If there is no
confidence in self, others will not be expected or have the confidence in their abilities to
produce and succeed as a professional. In addition to self-confidence, it leads to
becoming self-driven as a leader, which builds the determination to not quit and find
other ways to conquer. These women believed it is necessary to take risks and be
courageous in the process to advance within their professions. Taking these steps helps
them to increase their drive to accomplish the tasks and goals.
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The women leaders from another group of the study displayed their desire to be
treated with equality as they continue to work toward success. For example, the results
showed the value of these women’s needs in work related positions that consisted of
having opportunities to advance and being in an environment that is motivating to
progress in reaching desired levels in the profession. Those opportunities are not as
prevalent for women leaders as they seem to be for men. Women want the support to be
all they can be as they move into leadership roles. In addition to need, one area that was
specified with a group of women was having financial stability from their employment,
as evidenced through research by Khotkina (2015). Women want fair treatment that is
equivalent to male individuals. They also recognize that their experiences are just as
challenging, if not more in the workforce to meet the needs of their professional
development. Women learning the strategies necessary to fight for their equality
demonstrate a vital lesson to go after it regardless of the intimidation and fear of others.
As women leaders, they believed in having a vision that creates an atmosphere that is
ethical and respectful for others to feel empowered and inclusive within the team of the
business. It is believed that the most effective way to be impactful in the workforce is to
have certain levels of influence in their leadership role. These areas are all-encompassing
to their needs and provide quality service that empowers the leader as well as those who
follow and support a particular leadership.
Some interesting differences were found between the research literature and the
results from the study. The literature indicated that one of the strongest characteristics
women leaders portray in the workforce is nurturing (Manning, 2002). However, this
particular sample ranked nurturing as the lowest trait impacting leadership. The women
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in the sample did not believe nurturing is as motivating as the other internal traits based
on the level of relevance. It was ranked as the least relevant of all the other traits from all
the participants. Another interesting area in the study was that one of the strengths of
women leaders is that they are very task focused (Manning, 2002). Approximately 64%
of the women leaders who participated in this research study were ranked highest as selfdriven leaders. In comparison to the research (Bass & Avolio, 1996; Manning, 2002),
these results also show that women leaders are focused and driven to accomplish goals
(Khotkina, 2015). The research literature also discussed the importance of women
leaders influencing their subordinates. The results from this study showed that 18% of
the sample feel strong about having the ability and power to influence others. In
addition, the literature also showed that women leaders believe it is important to commit
and empower their followers (Bass & Avolio, 1996). This study shows that 18% of the
participants operate the same in regard to their employees.
Women leaders believe it is important to have opportunities for advancement and
financial increase (Khotkina, 2015). It was illustrated from the women who participated
in the study that they believe it is an essential component for women to have equality in
the workforce, which builds empowerment that everyone wants to develop in the
professional world. Research has stated that women in leadership find it crucial to
engage with their employees and allow those followers to have connection with their
leader (Appelbaum et al., 2003). One participant out of the 11 women indicated that she
believes inclusion is extremely vital in the work environment. The similarities between
the literature and the study indicate the different levels of empowerment that women
believe are inspiring and motivating to continue progressing in their fields.
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The sample also discussed more detailed relevance based on their experiences
through the interview questions following the Q-sort methodology. It was interesting to
hear the different variety of experiences from their points of view. The participants were
able to share the obstacles to leadership they have encountered over the years. Several
themes emerged including being overlooked, marginalized, undervalued, and
unappreciated in their professions as leaders for being different. These women discussed
the difficulty of having to fight hard to be taken seriously in leadership because it has
been so male dominant. These behaviors and feelings stem from the stereotype threat
that creates problems from others for women to succeed. It generates a barrier that is
designed to stop growth, progression, and forward movement for these women leaders
based on their gender, and for some, their race. The literature has indicated that the
barriers and attacks placed on women leaders build determination to accomplish goals
and conquer the issues of situations (Hoyt & Blascovich, 2007). These women have
illustrated self-efficacy that has increased their drive to succeed as a leader. It is evident
that struggles and challenges tend to enlarge one’s development, and these women have
definitely shared their triumphs in the midst of their journey.
These women indicated a belief in a great deal of empowerment being defined by
developing self-confidence with authenticity and integrity. Research has shown the
examples of women encouraging other women to go after their goals and continue
improving one’s confidence in the workplace (Bullough et al., 2012). It was shared that
it is vital for trust and honesty to be established for empowerment to come to fruition. It
produces a drive and constant willingness to improve self and establish growth. These
women believe empowerment is about accepting one’s true self and knowing that it is
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enough to be successful. In addition, it is important to understand the value in supporting
others and realizing the reward of empowerment that comes from sharing knowledge and
wisdom with others as they are striving to move upward. Women leaders are looking to
be their true self and want support as they continue their ongoing professional
development.
Transformational leadership that women leaders are known to use to empower
and guide others are parallel with the external factors that were found in the research
study. The results indicate that Factors 1 (Integrity), 2 (Advancement), and 3
(Engagement) all exhibited strong characteristics from that type of leadership.
Transformation focuses on building teamwork and development (Kark et al., 2003). In
addition, the internal factors found through the research showed a correlation to the
findings as it pertains to Factors 1 (Self-driven), 2 (Atmosphere oriented), and 3
(Influence). These factors demonstrated important components within transformational
leadership, which shows why women leaders use this style because it empowers people to
improve in the workplace.
The literature illustrated three levels of empowerment that women leaders believe
are essential for growth and progression. These levels include economic, social, and
political empowerment (Chopra & Muller, 2016). Economic empowered correlates with
the external factor of advancement, which focuses on financial stability and professional
growth. Social empowerment shows a connection with the external factor that represents
engagement. The focus is centered on building relationships through connecting,
establishing mentorship, and having inclusion among others. Last, political
empowerment is about influence and represents an internal trait that focuses on vision
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and strategy. The women leaders who participated in the study provided information that
revealed strong correlations between the literature and their viewpoints that were based
on the results.
Implications for Practice
This study created an experience for women leaders to identify what was
beneficial to them in terms of their perspectives on leadership development. The
empowerment they possess stems from wanting equality and opportunity. Empowerment
is a major aspect of leadership for women contributing to their success. As the demand
for women moving into higher level leadership positions increases, it is key to
understanding the need for change. Many women from diverse cultural backgrounds
have different experiences in the workplace, and it gives women stepping into these
leadership roles information to provide the essential pieces for professional growth.
It is important for women to realize the challenges and barriers in their treatment
of others. Women are seeking to have fair treatment with the same opportunities as men.
However, it is also vital that women leaders understand that providing equal treatment to
others is as important as empowerment. Some women arrive at certain places in their
lives and tend to abuse the power that has been given to them. All women need to
understand and embrace all diverse challenges in order to truly receive and provide
empowerment in the workforce for themselves as well as others. Based on the results,
empowerment for women leaders includes the importance of never giving up and getting
what is deserved as a leader. Women need to seek out opportunities for themselves if
they are not being provided or supported. Financial security is something no one should
apologize for, especially when the goals are met and the work is accomplished. It is
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important for a woman to know her own self-worth and not allow other people to
determine what that worth is for her. Women leaders have a tough job as they continue
to climb up the ladder in leadership. The ability to network is known to be challenging
for women leaders; however, there are other women leaders around the world who have
experiences and have overcome many of these obstacles. So, diligently seeking outside
of one’s comfort zone can be a beneficial way to expand in ways that might not have
occurred otherwise.
Women in leadership positions need to make sure to provide trainings for staff,
but also ensure that they are receiving training as well to improve skills and knowledge
that will accelerate their organizations and companies. One topic that resonated was
training that focuses on women’s advancement, which could entail strategic steps to
achieve the goal. A training should display tactics of how to gain experiences, network
and connect with other professionals, learn to become your own agent for new
opportunities, and be able to implement your own action plan to produce effectively.
Training would be good for gender equality and empowerment, which could educate
everyone about the importance of opportunities for all who want to do good work. Other
trainings are available that help to inspire a team of staff through an organization or
company and provide strategies in ways to bring those plans to fruition. These are all
trainings that are necessary and needed for companies to continue to thrive and embrace
change.
Mentorship and role models are crucial for women moving up into leadership.
Mentors tend to challenge others in good ways so women mentees can produce more than
they have on their own. These mentors do not necessarily have to be other women; there
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are men who believe in the dreams of other women leaders and have the passion to help
them through their process. Therefore, seeking that guidance is extremely important and
is an advantage for one to develop professionally with more knowledge and wisdom as
women continue to lead in the workforce.
Limitations
A limitation of this study was the small sample size. Eleven women leaders
participated in the research study on leadership roles and empowerment and were
recruited based on convenience sampling. In comparison to all of the women in the
world representing over 50% of the entire population, this was a very small group and,
thus, the results are not generalizable.
In addition to the small sample size, there was diversity among the women
leaders. The majority of women were African American and Caucasian, along with one
participant who identified as being of mixed race and another representing the Latina
race. Invitations were sent to a diverse group of women with other ethnicities that
included Portuguese and Asian. However, there was a lack of cities and states involved
within the study that could have provided stronger results based on leadership for women.
All cities and states have a different atmosphere based on the population, pace, and
community culture. Therefore, most places of employment have environments that are
not the same, which has great bearing on the demands and experiences of women leaders.
The idea of gathering women from different states and work experiences would provide
even more interesting and useful results.
Last, in the Q-sort methodology, one word was used more than once that the
participants sorted through during the process of the study. Not one participant
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mentioned that there was a duplicate word listed while they were participating to
complete the project. There were so many words to sort that the assumption was that it
might have been easy to overlook. However, the results do not indicate much of a
difference in the rankings. Unfortunately, another word of empowerment could have
been used to collect and further strengthen the findings. In addition, there were also a
few words that had similar meanings and might not have been needed in the study. The
participants were still able to complete the research project without complaint.
Recommendations for Future Research
One area recommended for future research is to explore mentorship for women
leaders and the benefits for those who incorporate it as they continue to share their
expertise in the areas of leadership and more. Benefits to the mentor and mentee should
be examined. Research that develops strategies to enhance mentorship would be an
important contribution to the field. The work for mentorship has become burdensome for
many individuals who have taken on the task in their spare time. Therefore, mentors who
have done the job for a while should be interviewed to share innovative ways to balance
work, family, and mentorship. Everyone knows that mentorship is rewarding for the
mentees in need of the service, but it would be interesting to find the rewards and reasons
that others decide to mentor. Research has supported what Brown (2005) found in regard
to the importance of mentorship and the positive effects that bring development among
those who desire to grow. It is necessary to examine the lessons learned from successful
mentors and leaders during this process. Learning these strategies could open the door
for more mentors to embrace mentees, which is a key component to empowering others
as they continue to strive toward the desire to improve in the areas targeted. Conducting
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a study that includes participants who have mentored for periods of time and done so in
various areas such as the corporate, non-profit, and entrepreneurial sectors is a great place
to start connecting those individuals.
An environment of change within different organizations is an important avenue
to further examine for future research to compare the variances concerning its effects on
employees that involve experiences and the empowerment established for staff. The
ability to critically recognize that empowerment is different for every person and
workplace is important, so figuring out how to tailor those interventions would be
beneficial. The discovery would stem from finding out the steps that are in place to
ensure the environment is conducive to motivating the people involved within that
company or organization. The research gathered could provide a guide to other
organizations and companies to determine what works and does not work. The most
effective ways to empower an organization would be established based on the climate
already set. For example, looking at differences by the age of employees might
determine some key motivators by age group.
As women are in more demand in the workplace of leadership, it would be
interesting to find research that shares the new trends that have developed among many
women leaders. They have become wiser, and the doors of opportunities are slowly
coming around for women. It would be enlightening to discover any changes among
women in regard to the characteristics they bring to the workplace. Research has
displayed the difficulties of balancing life and work in leadership. However, are women
starting to find a balance in their lives to obtain work and family that includes children?
Are there more accommodations made on the job for women to become more successful?
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Many individuals are switching roles to accommodate households. The interest would be
to explore the demographics of women in leadership to see if there have been any
changes or trends. In addition, this focus could lead to answers that display why there
could be more women entrepreneurs now than in the past due to the barriers and
challenges that have occurred for women leaders over the years.
Conclusion
One of the most interesting findings from this research is the realization that every
woman wants to be empowered. It was interesting to see that, while conducting the study
through the social event, face-to-face meetings, and phone calls that everyone seemed to
be inspired and empowered to learn more. This is a very essential area for women
recognizing their uniqueness and ability to achieve the same successes and not
apologizing for it. Their voices are starting to be heard and they are not taking no for an
answer in the areas needed to advocate for in order to increase their opportunities and
experiences.
As a result, women must remember that as they find support and guidance to
reach their goals, they must pay it forward and share with others. Empowerment is not
for one person; it is for all to continue to strive to make a positive difference in the lives
of others and in the organizations in which they work. When one woman succeeds, every
woman has the ability to win as long as those individuals are willing to share the
information that is provided for everyone to succeed and grow as a culture, gender, and
person. Females have had to endure some major struggles and challenges to rise to
leadership positions and still continue to fight for equality. However, to make progress,
women should not give up and learn to persevere through these situations.
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Self-efficacy is crucial as females continue to “climb the ladder” in the
workplace. If women do not have the confidence they need to do their job, it could
become a real struggle that might stop them from moving forward. Women leaders are
powerful beings, but they have to realize it for themselves to produce the advantages that
everyone is empowered to receive. In addition, having the ability to perform at a higher
capacity builds the assurance needed to go further. When people have self-confidence,
they become healthier and it becomes easier to help someone else climb up that same
ladder and even surpass the one providing the mentorship. Women leaders who are selfaware are able to demonstrate powerful and admirable characteristics for others who
desire the same thing.
Women leaders need to make sure they are seeking out conferences and trainings
that expand their abilities within leadership and empower them to continue improving
their skills for the better. There are more conferences that are held for females
throughout the nation, and it is up to the females to seek them out. Investing in self is
very important and that has to be done for continued growth and success. Women leaders
always need to seek out the new trends in the field to operate effectively with those who
follow and to truly impact those being served.
Encouragement and empowerment are not given to only certain individuals in the
world; they are for all who desire them. Women leaders are valuable and needed for
generations to come. There is a developed appreciation for those who fought to matter,
but to also instill hope for other young ladies to remain motivated and driven to go as far
as others or even further.
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There is a new day in the distance, and women leaders are the future in the
professional world. It is believed there is hope that the world will embrace this new
demand for women to lead over time than in the past. Women leaders are the future, and
their need displays a passionate fire for their voices to be heard as well as taken seriously.
There is a strong desire to be treated with the same courtesy and allowed the same
opportunities and supports as men are provided professionally.
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APPENDIX A: QSortWare – Welcome
Welcome to this QSortWare study that I am conducting for my dissertation. This study is
a Q-sort methodology that is designed to rank words based on woman's perspective in
leadership. It consist of women leaders and how they define empowerment in their
leadership roles (which are your internal traits), then looking at how someone makes
them feel empowered (external factors) in their leadership roles.
Attached will be a stamped IRB Consent Form that will be available for you to read and
if you decide to participate in the study, then you are agreeing to the terms provided in
the form.

91

APPENDIX B: Consent Form
Project Title: A Q-SORT METHODOLOGY TO EXPLORE THE TRAITS AND FACTORS
INFLUENCING THE EMPOWERMENT OF WOMEN LEADERS Investigator: Shannon
Sales, MSW, Ed.D. Candidate, shannon.sales@wku.edu
INFORMED CONSENT DOCUMENT
You are being asked to participate in a project conducted through Western Kentucky University.
The University requires that you give your signed agreement to participate in this project. You
must be 18 years old or older to participate in this research study.
The investigator will explain to you in detail the purpose of the project, the procedures to be
used, and the potential benefits and possible risks of participation. You may ask any questions
you have to help you understand the project. A basic explanation of the project is written below.
Please read this explanation and discuss with the researcher any questions you may have. If you
then decide to participate in the project, please sign this form in the presence of the person who
explained the project to you. You should be given a copy of this form to keep.
1. Nature and Purpose of the Project: The purpose of this study is to explore the points of view
of women leaders on the concept of empowerment.
2. Explanation of Procedures: Participants will complete a demographic sheet. Participants will
then be asked to sort words listing internal traits and then external factors, based on their
perception of the trait’s and factor’s relevance to empowerment of a woman leader. After
the grids are complete, they will participate in an interview or focus group to ask about their
decision-making process. All of these steps should take about 45 minutes-1 hour.
3. Discomfort and Risks: There are no known risks or discomforts associated with the study.
4. Benefits: Participants will have the opportunity to ponder leadership principles and
contribute to the knowledge base regarding empowerment and women leaders.
5. Confidentiality: Data (card sortings, demographics and interview responses) will not be
identified by the participant’s name. The study will be kept in a secure location on WKU’s
main campus for a minimum of three years after the study concludes.
6. Refusal/Withdrawal Refusal to participate in this study will have no effect on any future
services you may be entitled to from the University. Anyone who agrees to participate in
this study is free to withdraw from the study at any time with no penalty.
You understand also that it is not possible to identify all potential risks in an experimental
procedure, and you believe that reasonable safeguards have been taken to minimize both the
known and potential but unknown risks.
__________________________________________
Signature of Participant

_______________
Date

_______________________________________
Witness

_______________
Date
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APPENDIX C: Demographic Information
1. How old are you?
35 years & Under

36- 45 years

46-55 years

56 years & Older
2. What is your ethnicity?
African American

Caucasian

Hispanic/Latina

Native American

Asian

Other

Non- profit

For Profit

3. What is your profession?
4. What field is your occupation categorized?
Education

5. How many years have you worked in the position as a women leader?

6. How many subordinates are under your leadership?
7. What is your political affiliation?
Democrat

Republican

Independent

8. Are you married, divorced, never married?
9. Do you have children? If so, how many?
10. What is your highest academic level of attainment?
High School Diploma

Bachelor’s Degree

Master’s Degree

Doctorate Degree

11. How active are you within your community?
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Other

APPENDIX D: QSortWare Instructions
Instructions: 52 Internal Traits
1. Read through the statements/definitions and place them into three groups labeled
in the boxes.
2. Drag the following statements/definitions into one of the boxes listed below
 The left box represents Least Relevant
 The middle box represents Most Relevant
 The right box represents Moderate Relevant
3. After the first sorting is complete, press continue to go to the next page
4. Now sort the statements in the three piles more finely into nine piles, ranking
them from -4 (Least Relevant) to +4 (Most Relevant)
5. In the box on the left (-4) of the screen, place 3 statements that you value as being
the Least relevant
6. In the box on the right (+4) of the screen, place 3 statements that you value as
being the Most relevant
7. The following boxes on the screen placed in between -4 and +4 columns will be
filled based on a specific number of statements
 There should be 4 statements in the column box marked as 2nd Least Relevant
(-3) and 2nd Most Relevant (+3)
 There should be 6 statements in the column box marked as 3rd Least Relevant
(-2) and 3rd Most Relevant (+2)
 There should be 8 statements in the column box marked as 4th Least Relevant
(-1) and 4th Most Relevant (+1)
 There should be 10 statements in the middle column box marked as Middle
Level of Relevance (0)
8. Once the column boxes are full with the specified number of statements, then
press continue to close out of that section and go to the next.
Instructions: 38 External Factors
9. Read through the statements/definitions and place them into three groups labeled
in the boxes.
10. Drag the following statements/definitions into one of the boxes listed below
 The left box represents Least Relevant
 The middle box represents Most Relevant
 The right box represents Moderate Relevant
11. After the first sorting is complete, press continue to go to the next page
12. Now sort the statements in the three piles more finely into nine piles, ranking
them from
a. -4 (Least Relevant) to +4 (Most Relevant)
13. In the box on the left (-4) of the screen, place 2 statements that you value as being
the Least relevant
14. In the box on the right (+4) of the screen, place 2 statements that you value as
being the Most relevant
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15. The following boxes on the screen placed in between -4 and +4 columns should
be filled based on a specific number of statements
 There should be 3 statements in the column box marked as 2nd Least Relevant
(-3) and 2nd Most Relevant (+3)
 There should be 4 statements in the column box marked as 3rd Least Relevant
(-2) and 3rd Most Relevant (+2)
 There should be 6 statements in the column box marked as 4th Least Relevant
(-1) and 4th Most Relevant (+1)
 There should be 8 statements in the middle column box marked as Middle
Level of Relevance (0)
16. Once the column boxes are full with the specified number of statements, then
press continue to submit the assortment.
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APPENDIX E: Appreciation Letter
Thank you so much for participating in this study. I hope this has challenged your way of
thinking and provided you with insight on empowerment and the affects it has on women
in the professional world. I am truly appreciative and grateful for your participation and
hope you found it as intriguing as I have over the last several months.
One last thing... At the end of your study, there will be a box asking for your email
address. If for any reason you do not feel comfortable providing that information to
me, you can put in a FAKE one. However, you have to put something in the box or I
will lose all of your data. Thanks again for your cooperation!
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APPENDIX F: Post Sort Questionnaire
1. Based on your word listing assortment, did you find it challenging to sort them?
If so, why?
2. What does empowerment mean to you as a woman leader?
3. How do you empower others and demonstrate effective leadership?
4. What are some of the major obstacles you as a woman leader have faced
throughout your professional career?
5. What areas do you think are essential for implementing empowerment that you
lack as a leader?
6. What were some of the words that stood out to you more than others? Why?
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APPENDIX G: Q-Sort Internal Traits Results
Internal Traits among Women Leaders Perception of Empowerment
Factor 1 (Self Driven)

Factor 2 (Focused Atmosphere)

Factor 3 (Influence)

+4

+4

+4
Takes advantage of
Opportunities - a chance to
improve self

Respect for Self

Ethical - Moral principals
Motivated - the desire to
do something
Authentic - Someone who
is genuine in all settings

+4

+4

Sense of Humor - Someone
who can loosen up and
take a joke
Fun - Enjoyment in an
environment and not so
serious all the time
Risk Taker - Someone who
takes risks

Visionary - Can see things
before they come to
fruition
Feeling of Acceptance Welcomed, feel a part of
something
Nurturer - Help someone in
a caring way

Higher than Others

Higher than Others

Self Confidence - Someone
who believes in themselves
and their ability to produce
(3)
Driven - Determined and
Motivated (3)

Feminist - Someone who
supports equal rights for
women (3)

Inspirational - Showing
ways to empower others
(2)
Commitment - Someone
Fun - Enjoyment in an
who is dedicated to the
environment and not so
task (3)
serious all the time (2)
Responsible - Accountable, Change Agent - Ability to
modify and do something
having control (2)
different without hesitation
(2)
Courageous - Brave,
Wisdom - Someone who
fearless (0)
has good judgement (2)
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Visionary - Can see things
before they come to
fruition
Strategic - Someone who
plans and thinks things
through

+4
Feminist - Someone who
supports equal rights for
women
Loyal - Faithful

Feeling Appreciative Grateful
Nurturer - Help someone in
a caring way

Higher than Others
High Expectations - An
assumption that something
will happen (1)
Charisma - Has the ability
to inspire others (0)
Open Minded - Someone
who can consider other
ideas without bias (1)
Accountable - Someone
who is dependable (3)
Communication Conveying information to
everyone (3)

Assertive – Self-assured
and confident (0)

Creative - Someone who
comes with ideas that are
innovative and new (1)

Encouragement - Inspiring
someone (0)
Nurturer - Help someone in
a caring way (-3)

Supportive - Helpful in
situations (2)
Feeling Appreciative –
Grateful (0)
Good at Building
Relationships - Getting to
know people within an
organization and
community (3)
Risk Taker - Someone who
takes risks (0)

Less Than Others
Good Listener - Gives
people full attention (1)

Respect for Self (1)
Initiative - Someone who
starts things on her own (1)
Change Agent - Ability to
modify and do something
different without hesitation
(-2)
Consistent - Constant,
accurate (1)
Consistent - Constant,
accurate (1)
Ethical - Moral principles
(0)

Sense of Humor - Someone
who can loosen up and take
a joke
(-1)
Makes Decisions Easily Ability to be decisive (1)
Knowledgeable - educated
in a particular area (0)
Effective - Ability to
produce toward a result (2)

Influential – Persuasive (2)
Authoritative - Right to
give instruction (2)

Less Than Others

Less Than Others

Takes advantage of
Opportunities - a chance to
improve self (0)
Collaborate Ability working with someone to
produce (-1)

Engaged - Make sure there
is involvement (-1)

Self Confidence - Someone
who believes in themselves
and their ability to produce
(0)
Innovative - Someone who Inspirational - Showing
is creative and is all about
ways to empower others (starting something new (-3) 1)
Driven - Determined and
Trustworthy - Someone
Motivated (-2)
who is honest. You can
believe what she says (1)
Open Minded - Someone
Passionate - Has the heart
who can consider other
and will to do something (ideas without bias (-3)
2)
Accountable - Someone
Wisdom - Someone who
who is dependable (0)
has good judgement (0)
Communication Flexible - Adaptable, less
Conveying information to
restricted (-3)
everyone (-1)
Commitment - Someone
who is dedicated to the task Encouragement - Inspiring
(-1)
someone (-3)

Creative - Someone who
comes with ideas that are
innovative and new (-2)
Has the ability to delegate Trust others to complete a
Responsible - Accountable, Supportive - Helpful in
task (-1)
having control (-2)
situations (-3)
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Makes Decisions Easily Ability to be decisive (-2)
Accomplished - Achieved
successfully (-3)
Strategic - Someone who
plans and thinks things
through (0)
Influential – Persuasive (2)
Authoritative - Right to
give instruction (-3)

Effective - Ability to
produce toward a result (3)
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Good at Building
Relationships - Getting to
know people within an
organization and
community (1)

APPENDIX H: Q-Sort External Factors Results
External Factors among Women Leaders Perception of Empowerment
Factor 1 (Integrity)

+4
Represents Values morals, standards, ethics
Group with Integrity - a
person who keeps her
word

-4

Factor 2 (Advancement)

Factor 3 (Engagement)

+4

+4

An Environment of
Equality - treated fairly and
equal
Economic Security financial stability

Inclusive Group - being
included within the group

-4

-4

Changed Environment something different

Charisma - charm that
inspires others

Has Authority Among the
Group - right to give
instruction and the ability
to influence

Changed Environment something different

Higher than Others

Higher than Others

Resourceful - finds ways to
overcome difficult
situations (0)
Democratic – everyone is
given an opportunity to
share ideas and help make
decisions (2)
Trustworthy Environment
– can be trusted with
information (2)
Has an Open Mind –
considers others ideas and
unbiased (1)
Passionate Group – strong
desire to something (2)

Motivating Environment –
inspired to act (3)

Committed Group –
dedication (3)

Provides Opportunity – a
chance to be promoted or
experience new things (1)
Provides Professional
Growth – the process of
growth (2)
Provides a place for
Advancement –
Progression (2)
Communication within a
Group – convey
information with someone
(3)
Trainings for the Group –
receiving more education
in a particular area (0)

Respectful Environment
(3)
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An Environment of
Productivity - produces
results
Sense of Humor among
the Group - appreciate
jokes and allows laughter
Fun Environment - the job
is place that is enjoyable

Higher than Others
Has a Role Model or
Mentor – someone to
admire (3)
Group Participation –
actively involved (2)

Progressive Environment ongoing steps to reach
goals (2)
Driven in the Group –
determined and motivated
(0)
Has influence in the Group
– the ability to persuade (1)
Always Engaged –
involving self with others
(3)
Receives Recognition – a
group that is humble and
genuine (0)

Less Than Others
Receives Recognition – a
group that is humble and
genuine (-2)
Trainings for the Group –
receiving more education
in a particular area (-3)
Creativity – uses
imagination to come up
with new ideas (-1)
Progressive Environment –
ongoing steps to reach
goals (-1)
Has a Role Model or
Mentor – someone to
admire (0)
Motivating Environment –
inspired to act (1)

Less Than Others

Less Than Others

Provide Guidance (-3)

Respectful Environment
(-1)

Always Engaged –
involving self with others
(-3)
Committed Group –
dedication (-1)

Passionate Group – strong
desire to do something (-2)

Group of Wisdom – good
judgment (-1)
Has influence in the Group
– the ability to persuade (3)
Democratic – everyone is
given an opportunity to
share ideas and help make
decisions (-2)
Group Participation –
actively involved (-2)
Inspirational Setting –
Influenced and motivated
(-2)
Collaborative
Environment- a partnership
among groups of people (2)
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Accountable Group – a
group that is dependable (3)
Has an Open Mind –
considers others ideas and
unbiased (-1)
Trustworthy Environment
– can be trusted with
information (-1)
Produced a nurturing
environment – provides
care (-3)

